
Audit Committee Agenda 

Friday, September 24, 2021  
12:30 p.m. 

**Teleconference Meeting** 

MEETING ANNOUNCEMENT AMIDST COVID-19 PANDEMIC: 

The Audit Committee meeting scheduled for Friday, September 24, 2021, will be conducted virtually in accordance with 
Governor Newsom’s State of Emergency declaration regarding the COVID-19 outbreak, Executive Order N-29-20, and the 
Guidance for Gatherings issued by the California Department of Public Health. Committee members will primarily 
participate in the meeting virtually, while practicing social distancing, from individual remote locations.  
To participate via Zoom webinar, click the link to join the meeting: https://zoom.us/j/95740839052 
Webinar ID: 957 4083 9052 

To participate via Telephone, dial a number based on your current location in the US: 

+1 (669) 900-6833

+1 (253) 215-8782

+1 (346) 248-7799

+1 (312) 626-6799

+1 (929) 205-6099

+1 (301) 715-8592

International numbers available: https://zoom.us/u/acllJxn68N 

SANDAG relies on commercial technology to broadcast the meeting via Zoom. With the increase of virtual meetings, 
platforms such as Microsoft Teams, WebEx, GoToMeeting, and Zoom are working to scale their systems to meet the new 
demand. If we experience technical difficulty or you are unexpectedly disconnected from the broadcast, please close and 
reopen your browser and click the link to rejoin the meeting. SANDAG staff will take all possible measures to ensure a 
publicly accessible experience. 

Public Comments: Persons who wish to address the members on an item to be considered at this meeting, or on non-
agendized issues, may email comments to the Clerk at clerkoftheboard@sandag.org (please reference  
“Friday, September 24, 2021, Audit Committee Meeting,” in your subject line and identify the item number(s) to which 
your comments pertain). Comments received by 4 p.m. on Thursday, September 23, will be provided to members prior to 
the meeting.  
If you desire to provide live verbal comment during the meeting, please join the Zoom meeting by computer or phone and 
use the “Raise Hand” function to request to provide public comment. On a computer, the “Raise Hand” feature is on the 
Zoom toolbar. By phone, enter *9 to “Raise Hand” and *6 to unmute. Requests to provide live public comment must be 
made at the beginning of the relevant item, and no later than the end of any staff presentation on the item. The Clerk will 
call on members of the public who have timely requested to provide comment by name for those joining via a computer 
and by the last three digits of for those joining via telephone. All comments received prior to the close of the meeting will 
be made part of the meeting record. Please note that any available chat feature on the Zoom meeting platform should be 
used by panelists and attendees solely for procedural or other “housekeeping” matters as comments provided via the chat 
feature will not be retained as part of the meeting record. All comments to be provided for the record must be made via 
email or orally per the instructions above. 
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Welcome to SANDAG. Members of the public may speak to the Audit Committee on any item at the time the Committee is 
considering the item. Public speakers are limited to three minutes or less per person. The Committee may only take action on any 
item appearing on the agenda. 

In order to keep the public informed in an efficient manner and facilitate public participation, SANDAG also provides access to 
all agenda and meeting materials online at sandag.org/meetings. Additionally, interested persons can sign up for email 
notifications at sandag.org/subscribe. 

SANDAG operates its programs without regard to race, color, and national origin in compliance with Title VI of the Civil Rights 
Act. SANDAG has developed procedures for investigating and tracking Title VI complaints, and the procedures for filing a 
complaint are available to the public upon request. Questions concerning SANDAG nondiscrimination obligations or complaint 
procedures should be directed to the SANDAG General Counsel, John Kirk, at (619) 699-1997 or john.kirk@sandag.org. Any 
person who believes himself or herself or any specific class of persons to be subjected to discrimination prohibited by Title VI 
also may file a written complaint with the Federal Transit Administration. 

In compliance with the Americans with Disabilities Act (ADA), SANDAG will accommodate persons who require assistance in 
order to participate in SANDAG meetings. If such assistance is required, please contact the Clerk of the Board at 
ClerkoftheBoard@sandag.org or at (619) 699-1985, at least 72 hours in advance of the meeting. To request this document or 
related reports in an alternative format, please call (619) 699-1900 or (619) 699-1904 (TTY), or fax (619) 699-1905 at least 
72 hours in advance of the meeting. 

SANDAG agenda materials can be made available in alternative languages. To make a request, call (619) 699-1900 in advance 
of the meeting. 

Los materiales de la agenda de SANDAG están disponibles en otros idiomas. Para hacer una solicitud, llame al (619) 699-1900. 

如有需要, 我们可以把SANDAG议程材料翻译成其他語言. 

请在会议前至少 72 小时打电话 (619) 699-1900 提出请求. 

Vision Statement 
Pursuing a brighter future for all. 

Mission Statement 
We are the regional agency that connects people, places, and innovative ideas by implementing solutions with our unique and 
diverse communities. 

Our Commitment to Equity  
We hold ourselves accountable to the communities we serve. We acknowledge we have much to learn and much to change; 
and we firmly uphold equity and inclusion for every person in the San Diego region. This includes historically underserved, 
systemically marginalized groups impacted by actions and inactions at all levels of our government and society. 

We have an obligation to eliminate disparities and ensure that safe, healthy, accessible, and inclusive opportunities are available 
to everyone. In 2021, SANDAG will develop an equity action plan that will inform how we plan, prioritize, fund, and build 
projects and programs; frame how we work with our communities; define how we recruit and develop our employees; guide our 
efforts to conduct unbiased research and interpret data; and set expectations for companies and stakeholders that work with us. 

We are committed to creating a San Diego region where every person who visits, works, and lives can thrive. 

San Diego Association of Governments  
 401 B Street, Suite 800, San Diego, CA 92101-4231 × (619) 699-1900 × Fax (619) 699-1905 × sandag.org 2
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Audit Committee 
Friday, September 24, 2021 

Item No.  Action 

+1. Approval of Meeting Minutes  
Francesca Webb, SANDAG 

Approve 

 The Audit Committee is asked to review and approve the minutes from its July 23, 2021, 
meeting. 

 

2. Public Comments/Communications/Member Comments   

 Public comments under this agenda item will be limited to five public speakers. Members 
of the public shall have the opportunity to address the Board on any issue within the 
jurisdiction of SANDAG that is not on this agenda. Public speakers are limited to three 
minutes or less per person. Board members also may provide information and 
announcements under this agenda item. If the number of public comments under this 
agenda item exceeds five, additional public comments will be taken at the end of the 
agenda. Subjects of previous agenda items may not again be addressed under public 
comment. 

 

3. Chief Executive Officer’s Report 
Hasan Ikhrata, SANDAG 

Discussion 

 An update on key programs, projects, and agency initiatives will be presented.  

 Reports  

4. Update on the Office of the Independent Performance Auditor Activities  
Mary Khoshmashrab, SANDAG 

Discussion 

 The Independent Performance Auditor will present an update on the Office of the 
Independent Auditor's activities and other information sharing events. 

 

+5. Discussion on Procedures that the Audit Committee and Office of the 
Independent Performance Auditor Agreed Upon; Process in Communicating 
and Web Posting  
Mary Khoshmashrab, SANDAG 

Discussion 

 The Office of the Independent Performance Auditor (OIPA) is asked to discuss, familiarize, 
and address questions regarding procedures that the Audit Committee and the OIPA 
agreed upon for the communication and web posting process to Audit Committee 
members. 
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+6. Salaries and Compensation Audit Information 

 A progress report on the Corrective Action Plan that was approved by the Board of 
Directors in November of 2020, regarding the Salaries and Compensation Audit conducted 
by OIPA will be provided. 

 

 +6A. Salaries and Compensation Audit Action Plan Progress Report 
Melissa Coffelt, SANDAG 

 

 An update on progress achieved to date regarding the Compensation Audit Action Plan 
will be presented. 

 

 +6B. Salaries and Compensation Audit Corrective Action Plan Reporting Results 
Mary Khoshmashrab, SANDAG 

 

 The Audit Committee is asked to comment on the progress and testing results of the 
Corrective Action Plan actions that have been taken this quarter.  

 

+7. Matters to be Communicated in Accordance with Auditing Standards 
Leeanne Wallace, SANDAG; Kathrine Lai, Crowe LLP 

Information 

 An overview of the FY 2021, SANDAG Financial Audit Plan will be presented.  

8. Upcoming Meetings  Information 

 The next Audit Committee meeting is scheduled for Friday, October 22, 2021, at  
12:30 p.m.  

 

9. Adjournment   

+ next to an agenda item indicates an attachment 
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Audit Committee  Item: 1 
September 24, 2021  

 

July 23, 2021, Audit Committee Meeting Minutes 
Chair David Zito (Board Member) called the meeting of the Audit Committee to order at 12:32 p.m. 

1. Approval of Meeting Minutes (Approve) 

Action: Upon a motion by and a second by, the 
Audit Committee approved the minutes from its June 
25, 2021, meeting.  

Yes: Chair Zito, Vice Chair Racquel Vasquez (Board Member), Ed Musgrove (Board member), Agnes Wong 
Nickerson (Public Member), Stewart Halpern (Public Member), and Robert Monson (Public Member).  

No: None.  

Abstain: None.  

Absent: None. 

2. Public Comments/Communications/Member Comments 

None. 
Reports 

3. Chief Executive Officer’s Report (Discussion) 

Chief Executive Officer Hasan Ikhrata provided an update on key programs, projects, and agency initiatives. 

Action: Discussion only. 

4. Update on the Office of the Independent Performance Auditor Activities (Discussion) 

Independent Performance Auditor Mary Khoshmashrab provided an update on the Office of the Independent 
Performance Auditor’s (OIPA) activities. 

Action: Discussion only. 

5. Overview of Data Science and Analytics (DSA); Data and Modeling (DAM); and Research 
and Program Management (RPM) (Information) 

Ray Major, Chief Data and Analytics Officer; Cindy Burke, Director of Research and Program Management; 
and Pat Landrum, Director of Data and Modeling, provided an overview of their respective department’s 
functions and responsibilities. 

Action: Information only. 

6. Continued Public Comments 

None.  

7. Upcoming Meetings (Information) 

The next Audit Committee meeting is scheduled for Friday, September 24, 2021, at 12:30 p.m. 

8. Adjournment 
Chair Zito adjourned the meeting at 2:15 p.m. 

Action: Approve 

The Audit Committee is asked to approve the 
minutes from its July 23, 2021, meeting. 
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Meeting Start Time: 12:32 p.m. 
Meeting Adjourned Time: 2:15 p.m. 
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Confirmed Attendance at SANDAG Audit Committee Meeting 

July 23, 2021 

Jurisdiction/Organization Name 
Member/ 

Alternate 
Attended 

Board Member David Zito (Chair) Primary Yes 

Board Member Racquel Vasquez (Vice Chair) Primary Yes 

Board Member Ed Musgrove Primary Yes 

Public Member Robert Monson Primary Yes 

Public Member Agnes Wong Nickerson Primary Yes 

Public Member Stewart Halpern Primary Yes 
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SANDAG 
Office of the 
Independent 
Performance Auditor 
AUDIT REPORT DISTRIBUTION PROCESS

Item 5, Attachment 1

2
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Why
Have This 

Conversation

1. New Committee Members
2. Committee Draft Report Review Process

has not been codified.
3. A desire to be proactive to prevent past

mishaps from reoccurring.
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Previously 
Approved 

Procedures 

The previously approved (7/2020) process 
for docketing and public posting titled 
OIPA Procedures for Communication and 
Website Posting (Attached) works.
However, a step regarding a review or 
briefing of the draft report to members of 
the Committee would add value.  
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Suggested 
changes to 

the previously 
Approved 

Procedures 

Insert: pg. 3
1.7  Member Briefing – Draft Report 
At the time the draft report is issued to  
SANDAG Management for a response, the IPA 
will brief, on an individual basis, members of 
the Committee for understanding. 
In order to ensure that there are no Brown Act 
violations, and that the Auditor's 
Independence is not impaired, at no point will 
there be joint, or group discussions nor will the 
draft report findings be removed or materially 
changed as a result of those discussions. 
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Further 
Clarification 

and 
Agreement 
from Audit 

Committee 
Members 

Proposed Audit Committee Members Post 
Presentation Process .
1. The AC docketing and public posting will

be consistent with the approved OIPA
Procedures for Communication and
Website Posting, as amended.

2. OIPA will present a summary of funding
and recommendations based on the final
audit report.

3. Management will have the opportunity to
comment and provide a response.

4. After the AC Q&A and discussion, the
Committee will vote.
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Audit 
Committee 

Voting 
Options 

regarding 
OIPA Audit 

Reports

Proposed vote options for the Committee to 
consider:
– Accept the report, findings and
recommendations and request that
Management prepare a Corrective Action Plan
(CAP).
– Accept the report and findings but with
requested modification to or comment on
specific recommendations and request that
Management prepare a Corrective Action Plan
(CAP).

The outcome of the vote and comments, if any, 
will be presented to the SANDAG Board of 
Directors at its next meeting.
in case the vote is not unanimous, those in the 
minority will be given an opportunity to have 
included in the report to the Board  brief 
explanation of their dissent.
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Procedures for Communicating Office of the Independent 
Performance Auditor Reports and Website Posting 

Purpose 

These procedures reflect and document the report writing process, identifies GAGAS standards 
related to reporting for audits, and documents the Office of the Independent Performance Auditor 
(OIPA) procedures related to developing and issuing an audit report. The reporting standards for 
audits relate to the form of the report, contents, and issuance and distribution.  

The primary purpose of this publication is to establish protocols for distributing final reports issued by OIPA 
to the Audit committee, the Board of Directors, and for posting reports to the OIPA’s public website.  

The secondary purpose of this publication is to establish protocols for providing updates and reporting on 
ongoing complaints and finalized investigations that resulted from complaints filed by way of the OIPA 
Fraud, Waste and Abuse website, to the Audit Committee, the Board of Directors, and for posting to the 
OIPA’s public website.  

The third and final purpose of this publication is to establish protocols for providing updates and follow-up 
status reports of Corrective Action Plans (CAP’s) resulting from external audits performed on SANDAG 
programs, staff or contracted services of which SANDAG has responsibility. 

1. Background – Understanding the Audit Process and Reporting Standards

1.1 Report processing:  The report process begins at the end of field work, after auditors have completed
all the audit steps in the field work audit program and developed preliminary findings. 

Steps for Report Process 

Principal Auditor creates document frame/report outline 

Report draft meeting is held. Principal Auditor develops draft report  

Audit team members review draft report 

IPA reviews and approves draft report  

Draft audit report is issued to management  

Exit Conference is held, and additional considerations may occur, and report adjusted 

Final draft report is issued to management 

Management submits written response to audit report (mgmt. generally has one week to respond) 

Final report is issued with management and Independent Performance Auditor (IPA’s) responses.  

Item 5, Attachment 2
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1.2 Reporting Standards and Report Format: Auditing standards require that auditors must issue audit 
reports communicating the results of each completed audit. The standards provide auditors flexibility 
in determining reporting format. Auditors should use a form of the audit report that is appropriate 
for its intended use and is in writing or in some other retrievable form. For example, auditors may 
present audit reports using electronic media that are retrievable by report users and the audit 
organization. The users’ needs will influence the form of the audit report. Different forms of audit 
reports include written reports, letters, briefing slides, or other presentation materials. The IPA and 
Principal Auditors will decide on the most appropriate report format. 

1.3 Audit Report Purpose: The purposes of audit reports are to (1) communicate the results of audits to 
those charged with governance, the appropriate officials of the audited entity, and the appropriate 
oversight officials; (2) make the results less susceptible to misunderstanding; (3) make the results 
available to the public, as applicable; and (4) facilitate follow-up to determine whether appropriate 
corrective actions have been taken. 

1.4 Audit Report Content: Auditors should prepare audit reports that contain (1) the objectives, scope, 
and methodology of the audit; (2) the audit results, including findings, conclusions, and 
recommendations, as appropriate; (3) a statement about the auditors’ compliance with GAGAS; (4) a 
summary of the views of responsible officials; and (5) if applicable, the nature of any confidential or 
sensitive information omitted. The Audit Standards Plan will document compliance with these 
provisions. The published report should generally include an executive summary, mission statement 
describing the purpose and authority of the office, title page, table of contents, introductory 
material, background, findings, recommendations, notes, appendixes, and responses of the 
Executive Director or SANDAG management.  

1.5 Reporting Views of Responsible Officials: Audit standards require that we include the views of 
responsible officials of the audited entity and the corrective actions they plan to take. Providing a 
draft report with findings for review and comment by responsible officials of the audited entity and 
others helps the auditors develop a report that is fair, complete, and objective. Obtaining the 
comments in writing is preferred, but oral comments are acceptable. When auditors receive written 
comments from the responsible officials, they should include in their report a copy of the officials’ 
written comments, or a summary of the comments received.  

Obtaining oral comments may be appropriate when, for example, there is a reporting date critical to 
meeting a user’s needs; auditors have worked closely with the responsible officials throughout the 
conduct of the work and the parties are familiar with the findings and issues addressed in the draft 
report; or the auditors do not expect major disagreements with the findings, conclusions, and 
recommendations in the draft report, or major controversies with regard to issues discussed in the 
draft report. Auditors should also include in the report an evaluation of the comments, as 
appropriate. 

In cases in which the audited entity provides technical comments in addition to its written or oral 
comments on the report, auditors may disclose in the report that such comments were received. 
When the audited entity’s comments are inconsistent or in conflict with the findings, conclusions, or 
recommendations in the draft report, or when planned corrective actions do not adequately address 
the auditors’ recommendations, the auditors should evaluate the validity of the audited entity’s 
comments. If the auditors disagree with the comments, they should explain in the report their 
reasons for disagreement. Conversely, the auditors should modify their report as necessary if they 
find the comments valid and supported with sufficient, appropriate evidence. 

If the audited entity refuses to provide comments or is unable to provide comments within a 
reasonable period of time, the auditors may issue the report without receiving comments from the 
audited entity. In such cases, the auditors should indicate in the report that the audited entity did 
not provide comments. 
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1.6 Outside Reporting of matters relating to Fraud, illegal acts, violations of contract provisions and grant 
agreements: When management fails to act regarding the reporting of fraud, illegal acts, violations 
of contract provisions and grant agreements, OIPA has an obligation to report to parties outside the 
audited entity. The standards require outside reporting in the following two circumstances:   

1.6.1 When entity management fails to satisfy legal or regulatory requirements to report such 
information to external parties specified in law or regulation, auditors should first 
communicate the failure to report such information to those charged with governance. If 
the audited entity still does not report this information to the specified external parties as 
soon as practicable after the auditors’ communication with those charged with 
governance, then the auditors should report the information directly to the specified 
external parties. 

1.6.2 When entity management fails to take timely and appropriate steps to respond to known 
or likely fraud, illegal acts, violations of provisions of contracts or grant agreements, or 
abuse that (1) is significant to the findings and conclusions, and (2) involves funding 
received directly or indirectly from a government agency, auditors should first report 
management’s failure to take timely and appropriate steps to those charged with 
governance. If the audited entity still does not take timely and appropriate steps as soon as 
practicable after the auditors’ communication with those charged with governance, then 
the auditors should report the entity’s failure to take timely and appropriate steps directly 
to the funding agency. 

1.7 Member Briefing – Draft Report: 

At the time the draft report is issued to SANDAG Management for a response, the IPA will brief, on 
an individual basis, members of the Committee for understanding.  

In order to ensure that there are no Brown Act violations, and that the Auditor's Independence is not 
impaired, at no point will there be joint, or group discussions nor will the draft report findings be 
removed or materially changed as a result of those discussions.  

1.8 Report Distribution: Auditing standards require that OIPA distribute audit reports to those charged 
with governance, to the appropriate officials of the audited entity, and to the appropriate oversight 
bodies or organizations requiring or arranging for the audits. As appropriate, auditors should also 
distribute copies of the reports to other officials who have legal oversight authority or who may be 
responsible for acting on audit findings and recommendations, and to others authorized to receive 
such reports. Further, all reports will be made available to the public by posting them on the OIPA 
website link:  https://www.sandag.org/index.asp?fuseaction=oipa.home except when certain 
information may be classified or otherwise prohibited from general disclosure. 

2. Distribution of Audit Reports 

2.1 Audit Committee: Once the audit report is issued as final, the report and responses from both the 
Executive Directors and the IPA will be agenized for the Audit Committee meeting immediately 
following the month the report was finalized. The Audit Committee will be asked to discuss with a 
possible action to be taken.  

2.2 OIPA Public Website: Once the Audit Committee agenda is publicly posted, the IPA will post the 
finalized report to the OIPA website.  

2.3 Board of Directors: Once the final report is discussed at the Audit Committee, the final report will 
be agenized for a subsequent, as soon as practical, Board of Directors meeting, subject to the 
agenda setting authority set for in Board Policy 001. The Audit Committee will determine the 
action in which they are recommending that the Board of Directors take (consent, discuss with 
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possible action or informational). 

3. Reporting of Fraud, Waste and Abuse Complaints 

3.1 Updating the Audit Committee on new and ongoing investigations: The IPA will provide monthly 
updates, along with other OIPA activity, as part of the “Update on the Office of the Independent 
Performance Auditor Activities” during the monthly Audit Committee meetings that are publicly 
held.  

3.2 Annual Summary of Fraud, Waste, and Abuse for ongoing and final investigation results: At the 
first Audit Committee meeting of each fiscal year, the IPA will provide a report summarizing the 
prior fiscal year’s open, ongoing and closed complaints filed with the OIPA. The summary will 
include the general nature of each complaint, the final determination if the investigation has been 
completed (founded or unfounded), and the IPA recommendation.  

3.3 Report distribution of finalized report: 

3.3.1 Audit Committee: Once the finalized investigation report is issued as final, the report 
and any responses from both the Executive Directors and the IPA will be agenized for 
the Audit Committee meeting immediately following the month the report was 
finalized. The Audit Committee will be asked to discuss with a possible action to be 
taken (if any).  

3.3.2 OIPA Public Website: Once the Audit Committee agenda is publicly posted, the IPA 
will post the finalized report to the OIPA website.  

3.3.3 Board of Directors: Once the finalized investigation report is discussed at the Audit 
Committee meeting, the final report will be agenized for a subsequent, as soon as 
practical, subject to the agenda setting authority set for in Board Policy 001. The 
Audit Committee will determine the action in which they are recommending that the 
Board of Directors take (consent, discuss with possible action or informational). 

The IPA will maintain the appropriate level of confidentiality regarding all complaints. Any 
reports issued to the public will not include any confidential information that cannot be 
disclosed, such as personnel issues or other matters that the IPA determines should remain 
confidential due to the nature of the matter. The IPA, where necessary, will seek legal and other 
professional guidance such as law enforcement, state or federal oversight agencies, and or other 
regulating entities, etc., to determine the level of confidentiality required.  

 
4. Reporting of Corrective Action Plans (CAPs) Implementation Status 

4.1 Audit Committee: At the first Audit Committee meeting of each fiscal year, the IPA will agenize a 
report summarizing the prior five fiscal year’s open, ongoing and implemented Corrective Action 
Plans and other audit recommendations resulting from external audits performed on SANDAG 
programs, staff or contracted services of which SANDAG has responsibility. The summarized 
report will include the report issue date, report title, issue, recommendation or actions, planned 
date of implementation, responsible SANDAG staff, department and if the recommendation is 
repeated over more than one fiscal year. The Audit Committee will be asked to discuss with a 
possible action.  

4.2 OIPA Public Website: Once the Audit Committee agenda is publicly posted, the IPA will post the 
report summarizing the corrective action plan status to the OIPA website.  

4.3 Board of Directors: Once the report summarizing the corrective actions and status is discussed at 
the Audit Committee meeting, the summary report will be agenized for a subsequent, as soon as 
practical, subject to the agenda setting authority set for in Board Policy 001. The Audit Committee 
will determine the action in which they are recommending that the Board of Directors take 
(consent, discuss with possible action or informational). 

5. Audit Committee Actions – Post Audit Report Presentation Process 

5.1 The AC docketing and public posting will be consistent with the above stated processes. 
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5.2 The IPA will present a summary of funding and recommendations based on the final audit report. 

5.3 Management will have the opportunity to comment and provide a response.  

5.4 After the AC Q&A and discussion, the Committee will vote.  

5.4.1 Voting Options: 

5.4.1.1 Accept the report, findings and recommendations and request that 
Management prepare a Corrective Action Plan (CAP). 

5.4.1.2 Accept the report and findings but with requested modification to or 
comment on specific recommendations and request that Management 
prepare a Corrective Action Plan (CAP). 

 
The outcome of the vote and comments, if any, will be presented to the SANDAG Board of Directors at 
its next meeting. 
 
in case the vote is not unanimous, those in the minority will be given an opportunity to have included in 
the report to the Board brief explanation of their dissent. 

 
 
Approved: 7/24/2020 
Amended: 9/25/2021 
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Audit Committee 
 

Item: 6A 
September 24, 2021  

Salaries and Compensation Audit Action Plan Progress Report 

Overview 
In November 2020, the Board of Directors (Board), at the 
recommendation of the Audit Committee, approved an 
Audit Action Plan (Plan) responsive to the Salaries and 
Compensation Compliance Audit (audit) conducted by the 
SANDAG Office of the Independent Performance Auditor. 
Management committed to providing periodic updates 
regarding the status of the Plan; this is management’s 
second progress report. 

Status Update 
The Plan is comprehensive and describes 27 actions that 
the Board will consider or that management will 
undertake in response to the recommendations noted in 
the audit. From management’s perspective, the actions 
reflect the agency’s commitment to continual 
improvement and acknowledge that adoption of additional policies and controls directly supports the highest 
levels of organization performance. Management and OIPA are working collaboratively as items in the Plan are 
addressed. 

On June 30, 2021, management provided OIPA with information demonstrating completion of 11 actions 
described in the Plan. These generally fall into three categories: Board review and approval of revisions to the 
SANDAG Bylaws and Board Policies; enhanced preparation and communication of salaries and benefits 
information as part of the FY 2022 program budget; and completion of a market-based salary range study. The 
Plan document, included as Attachment 1, incorporates the following status notes. 

1. Updates to SANDAG Bylaws and Board Policies 
The Office of General Counsel proposed edits to the Bylaws, Board Policy No. 001 (Allocation of 
Responsibilities) and Board Policy No. 017 (Delegation of Authority) to address audit recommendations. 
These changes were first considered by the Executive Committee at its meeting on April 9, 2021 (Agenda 
Item 5), and were approved by the Board at its meeting on June 11, 2021 (Agenda Item 16). 

Highlights of Completed Actions: I.1, I.2, II.2, and III.3 
 Amendment to Article V, Section 4(d) of the SANDAG Bylaws – clarifying the Executive Director’s 

responsibility for the Employee Handbook and administrative policies used for the administration of 
SANDAG’s personnel system. 

 Addition of Article V, Section 4(e) to the SANDAG Bylaws – direction for the Executive Director on 
fulfilling responsibilities consistent with the requirements of the Bylaws, Board Policies, Employee 
Handbook, and other administrative policies of SANDAG. 

 Amendment to Section 3.1.15 of Board Policy No. 001 (Allocation of Responsibilities) – clarification of 
process for time sensitive actions.   

 Amendment to Section 5 of Board Policy No. 017 (Delegation of Authority) – clarifying the  Executive 
Director’s responsibility for administering SANDAG’s personnel system consistent with the Employee 
Handbook. 

 At its meeting on June 25, 2021 (Agenda Item 14A), the Board ratified the employment decisions that 
were the subject of the audit. 

Action: Information 

An update on progress achieved to date 
regarding the Compensation Audit Action Plan 
will be presented. 

Fiscal Impact: 

The Action Plan includes activities that will 
incur expenses. Those that are anticipated 
were included in the FY 2022 program 
budget. 

Schedule/Scope Impact: 

The Audit Action Plan describes a series of 
activities to be completed by June 2022. 
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2. Preparation and Communication of Salaries and Benefits Information 
Management completed various activities defined in the Plan pertain to the preparation, documentation, 
and communication of salaries and benefits information to the Board. Much of this work was conducted 
during development of the Draft FY 2022 Program Budget, presented to the Board at its meeting on 
March 26, 2021 (Agenda Item 14) and the Final FY 2022 Program Budget, adopted by the Board at its 
meeting on May 14, 2021 (Agenda Item 12). 

Highlights of Completed Actions: IV.1, IV.2, IV.3, IV.4, IV.6, and VI.1 
 Established new practices and standards for communicating, both verbally and in writing, salary and 

benefits budget information to the Board.  
 Documentation of procedures used for preparation of the Personnel Cost Summary (a summary of the 

salaries and benefits budget), included in Chapter 11 of the Program Budget document (Attachment 
2) and the annual compensation adjustment pool (Attachment 3). 

 Preparation of an administrative policy and procedure guide (Attachment 4) describing responsibilities 
for maintaining, approving, and administration of the SANDAG Classification Salary Range and Special 
Compensation Tables. 

 Implemented an annual acknowledgement process for employees involved in preparing and presenting 
Classification Salary Range and Special Compensation Tables to the Board (Attachment 5). 

 Board approval of a Special Compensation Policy (Table) as part of adopting the FY 2022 Program 
Budget on May 14, 2021.  

3. Market Salary Range Study 

Highlights of Completed Action: VIII.4 
 The SANDAG compensation consultant was engaged to conduct a Salary Range Study to evaluate the 

existing salary ranges for 42 benchmark positions, including 6 executive-level positions. Data from 
both public and private sector organizations was considered. 

 Recommendations from the study were approved by the Board, in the form of the FY 2022 Salary 
Range Table, as part of the FY 2022 Program Budget adopted on May 14, 2021 (Agenda Item 12). 

 The project report prepared by CPS HR Consulting has been included as Attachment 6.  

Management also has initiated work on commitments outlined in the Plan that are due for completion by 
September 30 and December 31, 2021. These activities relate to financial policies and procedures, procedures 
and training pertaining to employee compensation adjustments, including payroll reconciliation, compensation 
program administration, and recruitment practices. Attachment 1 incorporates a Progress-at-a-Glance 
reference and indicates action items currently underway.  

Next Steps 
Management will continue to work through actions noted in the Plan, in collaboration with OIPA, and intends 
to provide its next update to the Audit Committee in November.  

 

Hasan Ikhrata, Executive Director 

Key Staff Contacts: Melissa Coffelt, (619) 699-1955, melissa.coffelt@sandag.org  
John Kirk, (619) 699-1997, john.kirk@sandag.org 

Attachments: 1.  Salaries and Compensation Audit: Action Plan (June 2021) 
2. Documentation: FY 2022 Budget– Personnel Cost Summary 
3. Documentation: FY 2022 Budget – Cost of Compensation Adjustment Pools 
4. Classification Salary Range and Special Compensation Tables Procedure Guide 
5. Salary Range/Special Compensation Tables – Acknowledgement forms 
6. 2021 Salary Range Study Project Consultant Report 
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ACTION PLAN FOR IMPLEMENTING THE  
SALARY AND COMPENSATION PERFORMANCE  
AND COMPLIANCE AUDIT RECOMMENDATIONS 

The SANDAG Office of the Independent Performance Auditor (OIPA) completed a Salaries and 
Compensation Performance and Compliance Audit (audit) in August 2020. The SANDAG Board of 
Directors (Board), at the recommendation of the Audit Committee, approved an Audit Action Plan 
(Plan) responsive to the audit in November 2020. The Plan incorporates Board input, Audit Committee 
recommendations, and feedback from OIPA, and summarizes the actions SANDAG intends to 
undertake. Management committed to providing periodic updates regarding the status of the Plan.  

Progress-at-a-Glance 
The Plan is comprehensive and describes 27 actions that the Board will consider or that management 
will undertake in response to the recommendations noted in the audit. A status summary is provided 
below; detailed information about each proposed action and reported information starts on page 4. 

Progress is noted as: 

 Completed     Complete/pending OIPA review   Underway     Not started 

Recommendation I. To ensure that SANDAG’s Board properly governs and 
develops a system of internal controls over salaries, compensation, and benefits: 

Status Proposed Action Due Date 

I.1. Update Bylaws and Board Policy No. 017 (Delegation of Authority) to
define the Executive Director’s scope of responsibility regarding creating and
maintaining the SANDAG Employee Handbook.

6/30/2021 

I.2. Update Bylaws and Board policies to document the relationship between
the Bylaws, Board policies, and Employee Handbook, and clarify the
Executive Director’s responsibilities regarding personnel administration.

6/30/2021 

I.4. Require all employees to acknowledge receipt of the Employee
Handbook and Bylaws at the time of employment and annually thereafter.

3/31/2021 

Recommendation II. To ensure that management cannot approve termination  
payments that exceed the amounts set forth in Board policies and rules and regulations: 

Status Proposed Action Due Date 

II.2. Develop an administrative policy related to separation/ termination pay;
Update Bylaws and Board policies pertaining to setting and reporting any
future severance payments to the Board.

6/30/2021 

II.3. Develop and provide training to designated employees regarding agency
processes and procedures related to separation/termination pay.

12/31/2021 
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Salaries and Compensation Audit - Action Plan 2 

Recommendation III. To ensure that management and Board members cannot 
approve salary increases and large dollar payouts without justification: 

Status Proposed Action Due Date 

III.3. Update Bylaws and Board policies to clarify the authority of Board
leadership, as well as reporting protocol, for actions related to compensation.

6/30/2021 

Recommendation IV. To ensure that SANDAG’s Board is properly informed of SANDAG 
business and information is presented clearly, accurately, and timely: 

Status Proposed Action Due Date 

IV.1. Seek Board approval of a resolution defining special compensation;
Update the Employee Handbook regarding items of special compensation.

2/28/2021 
6/30/2021 

IV.2. Develop an administrative policy related to approval of salary range and
special compensation tables by the Board.

6/30/2021 

IV.3. Strengthen practices related to budgeting, reporting, and
communication of salary and benefits information to the Board.

6/30/2021 

IV.4. Strengthen practices related to preparation and communication of the
annual compensation adjustment pool recommended to the Board.

6/30/2021 

IV.5. Document procedures for reconciling the annual compensation
adjustment pool to the actual compensation adjustment amounts awarded;
review procedures with employees with related job responsibilities.

12/31/2021 

IV.6. Employee acknowledgement of an administrative policy related to
approval of salary range and special compensation tables by the Board
(Action IV.2).

12/31/2021 
6/30/2021 

Recommendation V. To ensure that SANDAG has adequate procedures in place to 
ensure accuracy and reliability of SANDAG’s financial information: 

Status Proposed Action Due Date 

V.1. Strengthen procedures related to appropriately allocating bonuses to
projects.

12/31/2021 

V.2. Strengthen procedures for correctly reporting special compensation
items to CalPERS.

12/31/2021 

V.3. Review cost allocation for past bonuses and take remedial steps if past
expenses should have been charged differently; clarify procedures for
allocating the costs associated with bonus payments to projects.

12/31/2021 

V.4. Update accounting procedures to ensure appropriate controls for payroll
processing functions.

12/31/2021 

V.5. Employee acknowledgment of policies and procedures for financial
practices.

12/31/2021 

V.6. Require employee acknowledgement of Board Policy Nos. 041 (Internal
Control Standards) and 042 (Policy of Reporting Procedures and Forms for
Fraud, Waste and Abuse).

3/31/2021 
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Salaries and Compensation Audit - Action Plan 3 

Recommendation VI. To ensure adequate controls over approvals over performance 
incentives and special compensation: 

Status Proposed Action Due Date 

VI.1. Present a special compensation table to the Board for approval. 6/30/2021 

VI.2. Strengthen procedures for awarding compensation adjustments (merit
increases and bonus awards) to employees.

9/30/2021 

VI.3. Provide training to designated employees regarding processes for
completing performance evaluations and preparing and approving
compensation adjustment recommendations.

9/30/2021 

VI.4. Establish procedures for reconciling compensation adjustments
provided to employees.

12/31/2021 

Recommendation VII. To ensure adequate processes for determining and setting 
salary ranges: 

Status Proposed Action Due Date 

VII.1. Develop an administrative policy for maintaining salary ranges to
include the methodology for conducting salary range studies, analyzing
survey results, and preparation of recommendations.

12/31/2021 

VII.3. Develop and maintain job descriptions for all positions, with input from
supervisors and employees.

6/30/2022 

Recommendation VIII. To ensure justification and approval of number of executive 
team members and associated salaries: 

Status Proposed Action Due Date 

VIII.1. Develop processes to maintain systems and documents with accurate
and consistent use of employees and job titles and other relevant
information.

12/31/2021 

VIII.4. Complete a salary range study to determine market rates for agency
benchmark positions, including newly defined management positions.

6/30/2021 

Recommendation IX. To ensure SANDAG has fair, objective, and competitive hiring practices: 

Status Proposed Action Due Date 

IX.3. Strengthen procedures related to the recruitment program that support
fair and competitive hiring practices.

12/31/2021 
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Salaries and Compensation Audit – Action Plan 

Status Update, September 24, 2021 4 

Finding I Recommendations 
To ensure that SANDAG’s Board properly governs and develops a system of  
internal controls over salaries, compensation, and benefits, the Board should: 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. Assume ownership of and update
the Board’s Administrative Rules
and Regulations, including but not
limited to,

• Citations of the applicable laws
and regulations for which
SANDAG will follow with
regard to salaries,
compensation, and benefits.

• Define the responsibility for
SANDAG management to
create and update an
Employee Handbook that is
aligned with Board Bylaws,
Policies, Administrative Rules
and Regulations, and Manuals.

Management shall review and propose 
updates, including additional 
language, to the SANDAG Bylaws and 
Board Policy No. 017 (Delegation of 
Authority), for Board consideration and 
approval, that further defines the 
Board’s expectations and the 
Executive Director’s scope of 
responsibility regarding creating and 
maintaining the SANDAG Employee 
Handbook.  

Consistent with the Audit Committee’s 
recommendation, management shall 
present the Employee Handbook to 
the Board for ratification of the 
employment decisions made by the 
Executive Director pursuant to the 
standards set forth in the Handbook. 

General Counsel 
and Director of  
Organization  
Effectiveness 

Due: 6/30/2021 

Completed. 

At its meeting on June 11, 2021 (Agenda 
Item 16), the Board approved 
amendments to the SANDAG Bylaws and 
Board Policy No. 017 (Delegation of 
Authority) that clarify the Executive 
Director’s scope of responsibility, 
including developing and maintaining 
the SANDAG Employee Handbook. 

Further, at its meeting on June 25, 2021 
(Agenda Item 14A), the Board ratified that 
the employment decisions made by the 
Executive Director, that were the subject 
of the audit, were made pursuant to the 
standards set forth in the Employee 
Handbook. 

2. Strengthen and amend the
Board’s Bylaws, and other Board
Policies as necessary, to ensure
consistency and clarity of Board
documents, including but not
limited to,

• Document that the Executive
Director’s authority is limited

Management shall propose updates to 
the SANDAG Bylaws and applicable 
Board policies, for Board consideration 
and approval, that 

• Fully document the scope and limit
of the Executive Director’s
authority,

General Counsel 

Due: 6/30/2021 

Completed. 

At its meeting on June 11, 2021 (Agenda 
Item 16), the Board approved 
amendments to the SANDAG Bylaws and 
Board Policy No. 017 (Delegation of 
Authority) that clarify the Executive 
Director’s scope of responsibility, 
including developing and maintaining an 

6 23

https://www.sandag.org/uploads/meetingid/meetingid_5679_29257.pdf
https://www.sandag.org/uploads/meetingid/meetingid_5679_29257.pdf
https://www.sandag.org/organization/about/pubs/bylaws_final.pdf
https://www.sandag.org/organization/about/pubs/policy_017.pdf
https://www.sandag.org/uploads/meetingid/meetingid_5680_29345.pdf
https://www.sandag.org/uploads/meetingid/meetingid_5679_29257.pdf
https://www.sandag.org/uploads/meetingid/meetingid_5679_29257.pdf
https://www.sandag.org/organization/about/pubs/bylaws_final.pdf
https://www.sandag.org/organization/about/pubs/policy_017.pdf


Salaries and Compensation Audit – Action Plan 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

subject to the Administrative 
Rules and Regulations, rather 
than Administrative policies 
and manuals, for 
administration of SANDAG 
business. 

• Document the hierarchy of
Board Bylaws, Policies,
Administrative Rules and
Regulations, and management
procedures and the Employee
Handbook to ensure that
management is aware of and
adhering to the highest
authority.

• Clarify Board policy to ensure
that sections pertaining to the
Executive Director’s authority
to administer SANDAG’s
personnel system are clearly
indicated.

• Document the hierarchy and
relationship of the Bylaws, Board
policies, Employee Handbook, and
other administrative policies, and

• Clarify the Executive Director’s
responsibilities with respect to
administering the personnel
system.

Employee Handbook and other 
administrative policies, for use in 
administering the SANDAG personnel 
system. 

3. Evaluate retaining General Counsel
for the Board to conduct legal
research, prepare ordinances,
resolutions, memoranda,
administrative rules and
regulations, and other legal
documents, and advise the Board
of Directors, and keep the Board
appraised of its obligations for
following applicable laws and
regulations, and to ensure that

No action proposed. The Office of 
General Counsel currently performs 
these tasks and is accountable to the 
Board of Directors pursuant to both 
SANDAG’s organizational structure as 
well as per ethical mandates. 

n/a Implementation of this 
recommendation is not planned. 
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Salaries and Compensation Audit – Action Plan 

Status Update, September 24, 2021 6 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

Board documents are properly 
retained and changes approved by 
the Board to Board Bylaws, 
policies, and other documents are 
completed and tracked. 

4. Require SANDAG management to
acknowledge that they are aware
of and complying with the Board
Bylaws, Policies, Administrative
Rules and Regulations, and
Manuals upon being hired and on
an annual basis thereafter.

Consistent with the Audit Committee’s 
recommendation, management shall 
require all employees to acknowledge 
receipt of the Employee Handbook 
and SANDAG Bylaws at the time of 
employment and annually thereafter. 
Language reflecting this requirement 
will be incorporated into the next 
version of the Handbook; processes 
and procedures related to this activity 
will be documented. For new 
employees, acknowledgement will be 
incorporated into existing job offer/job 
acceptance practices. A new process 
will be developed and implemented 
for the annual acknowledgement by 
existing employees. 

Director of 
Organization 
Effectiveness 

Due: 3/31/2021 

Completed.  

Management has 

• Revised the Employee Handbook and
notified employees of the new
acknowledgement requirement;

• Revised offer of employment letters
to incorporate the new
acknowledgement process;

• Developed and documented
processes and procedures related to
the acknowledgement requirement;
and

• Implemented a process for obtaining
employee acknowledgement of the
Handbook and Bylaws on an annual
basis, including recordkeeping.
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Finding II Recommendations 
To ensure that management cannot approve termination payments that exceed  
the amounts set forth in Board policies and rules and regulations, the Board should: 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. Formally investigate the legality of
management’s actions of granting
severance pay to employees who
resigned without pending
litigation, and the granting of the
exception for paying more than
25% of sick leave to employees
who voluntarily resign from
SANDAG, and failure to report
payouts to the Board in order to
determine whether any personnel
action should be taken against
individuals for breach of fiduciary
duty.

Consistent with the Audit Committee’s 
recommendation, and at the direction 
of the Board, no action is proposed.  

n/a Implementation of this 
recommendation is not planned. 

2. Require management to develop
and formalize procedures,
including but not limited to,

• Ensuring termination pay is
paid consistent with the
Administrative Rules and
Regulations set forth in Board
policy.

• Process for requesting
approval from the Board for
making termination payments
not expressly written stated in
the Board Policies and

Management shall review and clarify 
existing administrative policies, and 
develop additional procedures, related 
to separation/termination pay, 
including a process for seeking Board 
approval in the event a proposed 
transaction is not expressly covered by 
Board policy. Further, consistent with 
the Audit Committee’s 
recommendation, management shall 
propose updates to the SANDAG 
Bylaws and/or relevant Board policies, 
for Board consideration and approval, 

General Counsel, 
Chief Financial 
Officer, and 
Director of 
Organization 
Effectiveness 

Due: 6/30/2021 

Completed. 

At its meeting on June 11, 2021 (Agenda 
Item 16), the Board approved an 
amendment to Board Policy No. 017 
(Delegation of Authority) to clarify the 
Executive Director’s authority to offer 
severance to an employee in accordance 
with the employee’s contract and/or at 
the discretion of the Executive Director. 
Any discretionary action taken, shall be 
reported to the Board in summary form. 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

Administrative Rules and 
Regulations. 

pertaining to setting and reporting 
any future severance payments to the 
Board. 

3. Require staff responsible for
implementing procedures related
to termination pay training on
updated procedures.

Following implementation of 
Recommendation II.2, management 
shall develop and provide training to 
designated employees regarding new 
and/or revised agency processes and 
procedures related to separation/ 
termination pay. 

Chief Financial 
Officer and Director 
of Organization 
Effectiveness 

Due: 12/31/2021 

Finding III Recommendations 
To ensure that management and Board members cannot approve salary increases 
and large dollar payouts without justification, the Board should: 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. Formally investigate the legality of
management’s actions of granting
large dollar salary increases and
bonuses to the former Chief
Deputy Executive Director, and
failure to report the payouts to the
full Board in order to determine
whether any personnel action
should be taken against
individuals for breach of fiduciary
duty.

Consistent with the Audit Committee’s 
recommendation, and at the direction 
of the Board, no action is proposed.  

n/a Implementation of this 
recommendation is not planned. 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

2. Rescind all delegated authority to
award salary increases and
bonuses until such time as the
investigation has taken place and
appropriate controls have been
implemented to ensure that abuse
of the performance incentive
program does not occur.

Consistent with the Audit Committee’s 
recommendation, no action proposed. 
The actions described in response to 
Recommendations III.3, IV.1, VI.1, VI.2, 
and VI.3 address the introduction of 
policies and procedures, at both the 
Board and management level, related 
to the award of performance rewards. 

n/a Implementation of this 
recommendation is not planned. 

3. Clarify the responsibility of the
Board Members acting in the
capacity of the Chair and Vice
Chair, to report actions taken on
behalf of the full Board to ensure
the Board is aware concerning
awarding salaries increase and
performance incentive pay.

Consistent with the Audit Committee’s 
recommendation, management shall 
propose updates to the SANDAG 
Bylaws and/or relevant Board policies, 
for Board consideration and approval, 
that clarify the authority of Board 
leadership, as well as any reporting 
protocol for specified actions.  

General Counsel 

Due: 6/30/2021 

Completed. 

At its meeting on June 11, 2021 (Agenda 
Item 16), the Board approved an 
amendment to Board Policy No. 001 
(Allocation of Responsibilities) to clarify 
that in time sensitive situations when a 
quorum of the Executive Committee 
cannot be convened, the Chair, with 
written concurrence from the First Vice 
Chair and Second Vice Chair, may act on 
behalf of the Executive Committee. Such 
actions, if taken by the Chair, shall be 
reported to the Executive Committee at 
its next meeting. 
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Finding IV Recommendations  
To ensure that SANDAG’s Board is properly informed of SANDAG business and 
information is presented clearly, accurately, and timely, the Board should: 

OIPA 
Recommendation Proposed Action 

Responsible Official 
and Estimated 
Completion Date 

Status 

1. Create and promulgate a Board
policy defining special
compensation for SANDAG
employees.

Consistent with the Audit Committee’s 
recommendation, management shall 
develop, for Board consideration and 
approval, an administrative policy 
defining a special compensation 
policy/table, and including the 
conditions for payment, that meets 
the requirements of California Code of 
Regulations, Title 2, sections 571(b) and 
571.1 and any other applicable laws and 
regulations. The approved 
administrative policy shall be 
incorporated into the Employee 
Handbook shall reflect the Board 
approved policy pertaining to items of 
special compensation; future updates 
to the administrative policy policies 
shall be presented to the Board for 
approval.  

Note: This action is responsive to the 
CalPERS Retroactive Special 
Compensation Adjustment audit 
completed in June 2020. 

Director of 
Organization 
Effectiveness 

Due: 2/28/2021 

Due: 6/30/2021 

Completed. 

This work was initially postponed. 
Management elected a course of action 
for addressing the findings noted in the 
CalPERS Retroactive Special 
Compensation Adjustment audit that was 
not dependent on the Board’s approval of 
a Special Compensation policy. As such, 
the 2/28/2021 deadline was no longer 
relevant. 

Consistent with 2 CCR §571(b) and §571.1, 
the Board approved the 
FY 2022 Special Compensation Policy 
(Table) as part of adopting the FY 2022 
Program Budget on May 14, 2021 (Agenda 
Item 12). 

The sections of the SANDAG Employee 
Handbook pertaining to items of special 
compensation (Shift Differential and 
Statutory Holiday Pay) mirror the 
language approved by the Board in the 
Special Compensation Policy. 

The newly established Classification Salary 
Range and Special Compensation Tables 
administrative policy (see Rec. IV.2) 
includes a requirement for seeking Board 
approval of a Special Compensation 
policy on an annual basis. 
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OIPA 
Recommendation Proposed Action 

Responsible Official 
and Estimated 
Completion Date 

Status 

2. Create and promulgate a policy
which addresses the nature and
timing of information that
SANDAG management and staff
should present to the Board and
the public, including but not
limited to,

• Responsibility of management
to present salary and special
compensation tables as a
separate agenized resolution
at least annually, properly date
approved schedules, and post
the approved schedules on
SANDAG’s website.

Consistent with the Audit Committee’s 
recommendation, management shall 
develop and document an 
administrative policy and procedure 
for presenting changes to salary range 
and special compensation tables to 
the Board for consideration and 
approval, and other related actions, 
that meets the requirements of 
California Code of Regulations, Title 2, 
sections 570.5, and 571(b), and 571.1, 
and any other applicable laws and 
regulations. 

Chief Financial 
Officer and Director 
of Organization 
Effectiveness 

Due: 6/30/2021 

Completed. 

Management developed and 
implemented an administrative policy 
and procedure guide that describes 
activities and responsibilities for 
maintaining, seeking Board approval, 
communicating, recordkeeping, and 
other actions pertaining to the 
Classification Salary Range and Special 
Compensation tables, consistent with 
applicable laws and regulations. 

3. Require management to develop
and formalize procedures for
budgeting and reporting financial
information, specifically salaries
and benefits information, to the
Board in accordance with
applicable laws, regulations, Board
Bylaws, and Board Policies.

Management shall review and clarify 
existing practices and procedures, and 
prepare additional documentation, 
regarding the budgeting, reporting, 
and general communication of salary 
and benefits information to the Board.  

Chief Financial 
Officer and Director 
of Organization 
Effectiveness 

Due: 6/30/2021 

Completed. 

Management has reviewed, updated, and 
documented the processes used for 
preparing the Personnel Cost Summary, 
one of core elements of Chapter 11 
(Human Resources) of the annual 
Program Budget document. 

Management also established new 
practices and standards for transparently 
communicating salary and benefits 
information to the Board via staff reports 
and presentations prepared in 
conjunction with developing the Draft 
and Final Program Budgets. 

13 30



Salaries and Compensation Audit – Action Plan 

Status Update, September 24, 2021 12 

OIPA 
Recommendation Proposed Action 

Responsible Official 
and Estimated 
Completion Date 

Status 

4. Require management to update
its methodology and formalize
procedures for determining the
total Annual Compensation Pool
and in alignment with Board
defined special compensation and
approved special compensation
tables.

Management shall review and clarify 
existing practices and procedures, and 
prepare documentation, regarding 
preparation and communication of 
the annual compensation adjustment 
pool recommended to the Board, and 
consistent with the special 
compensation administrative policy. 

Chief Financial 
Officer and Director 
of Organization 
Effectiveness 

Due: 6/30/2021 

Completed. 

Management has reviewed, updated, and 
documented the processes used for 
preparing the compensation adjustment 
pool for inclusion in the annual Program 
Budget. 

Management also established new 
practices and standards for transparently 
communicating the purpose and 
components of the compensation 
adjustment pool to the Board. 

5. Requirement (sic) management to
develop and formalize a procedure
for reconciling the Annual
Compensation Pool to amounts
awarded to employees and report
performance incentives earned by
employee name, title, amount, and
period earned in accordance laws
and regulations.

Management shall develop and 
document procedures for reconciling 
the annual compensation adjustment 
pool to the actual compensation 
adjustment amounts awarded. 
Further, management shall review the 
procedures with those employees with 
responsibilities related to the 
reconciliation of annual compensation 
adjustments upon implementation, 
and in advance of each reconciliation 
process. Procedures for reporting 
bonus payments (performance 
incentives) in accordance with 
applicable laws and regulations shall 
be developed as part of implementing 
Recommendation V.2. 

Chief Financial 
Officer 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 
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OIPA 
Recommendation Proposed Action 

Responsible Official 
and Estimated 
Completion Date 

Status 

6. Require staff to review formalized
policies and procedures to ensure
staff is aware of their roles and
responsibilities for receiving and
documenting approvals of salary
schedules and special
compensation.

Following implementation of 
Recommendation IV.2, management 
shall require those employees with 
responsibilities related to the 
preparation and presentation of salary 
range and special compensation 
tables to the Board to review and 
acknowledge their understanding of 
related policies and procedures on an 
annual basis. 

Director of 
Organization 
Effectiveness 

Due: 12/31/2021 

Due: 6/30/2021 

Completed early. 

As part of the newly established 
Classification Salary Range and Special 
Compensation Tables administrative 
policy (see Recommendation IV.2), 
employees with responsibilities for 
preparing and presenting Classification 
Salary Range and Special Compensation 
Tables to the Board have signed 
acknowledgement forms attesting they 
have reviewed and understand the policy 
and procedure. This practice will recur on 
an annual basis.  
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Finding V Recommendations 
To ensure that SANDAG has adequate procedures in place to ensure the accuracy 
and reliability of SANDAG’s financial information the Board should: 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. Require Financial Services to
create and formalize procedures
for reallocating special
compensations costs to projects,
including but not limited to

• Verifying that fringe benefits
and overhead are not charged
when bonuses are charged to
projects.

• Reallocations are supported by
employee timesheets to
ensure that costs are correctly
allocated to projects.

• The total amount of bonuses
charged to projects reconciles
to the bonuses approved by
the Executive Director.

Management shall review and clarify 
existing procedures, and develop, 
document, and implement additional 
procedures, for appropriately 
allocating the costs associated with 
employee performance bonuses to 
projects. 

Chief Financial 
Officer 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 

2. Require Financial Services to
develop and formalize procedures
for reporting special
compensation to CalPERS in
accordance with applicable laws
and regulations, including
documenting that Financial
Services has reviewed that
amounts were accurately reported
for periods earned.

Management shall review and clarify 
existing procedures, and develop, 
document, and implement additional 
procedures, for correctly reporting 
special compensation items to 
CalPERS, consistent with applicable 
laws and regulations. 

Chief Financial 
Officer 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

3. Require Financial Services to
review the allocations for bonuses
paid, identify whether bonus
amounts were accurately
reallocated to projects based on
supporting time sheets and other
documentation, and correct any
amounts not properly charged to
projects.

Management shall review the cost 
allocation for past bonus payments 
with the agency’s outside auditors and 
will take remedial steps if expenses 
should have been charged in a 
different manner. Further, as noted in 
response to Recommendation V.1, 
management shall review and clarify 
existing procedures, and prepare 
additional documentation for 
appropriately allocating the costs 
associated with bonus payments to 
projects. 

Chief Financial 
Officer 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 

4. Require Financial Services to
update accounting procedures to
address the issues identified in this
report, including but not limited
to, ensuring procedures are clearly
and concisely written, control
activities are clearly stated, the
document is properly indexed and
dated, and login information,
passwords, and other confidential
information is removed.

Management shall review existing 
accounting practices and update 
procedures to ensure proper controls 
are in place related to payroll 
processing functions. As part of this 
review, management will address the 
issues noted in the audit report. 

Chief Financial 
Officer 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

5. Require staff to review formalized
policies and procedures to ensure
staff is aware of their roles and
responsibilities for ensuring sound
financial practices within SANDAG.

Management shall require designated 
employees to review and acknowledge 
receipt of policies and procedures 
related to the agency’s financial 
practices, on at least on a biannual 
basis, or upon implementation of 
significant policy/procedure updates, 
to ensure employees understand their 
roles and responsibilities. 

Chief Financial 
Officer 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 

6. Require all SANDAG employees to
acknowledge that they have read
and understand their fiduciary
duties as provided in Board Policy
041 and their obligation to report
fraud, waste, and abuse, as well as,
their protection as a whistleblower
as provided in Board Policy 039.

Management shall require all 
employees to acknowledge awareness 
of SANDAG Board Policy Nos. 041 
(Internal Control Standards) and 042 
(Policy of Reporting Procedures and 
Form for Fraud, Waste, and Abuse). 
This activity is anticipated to occur in 
conjunction with the annual employee 
acknowledgement of the Employee 
Handbook. 

Director of 
Organization 
Effectiveness 

Due: 3/31/2021 

Completed. 

Management has implemented a process 
to obtain employee acknowledgment of 
Board Policy Nos. 041 and 042 on an 
annual basis. For efficiency purposes, this 
activity occurs in conjunction with the 
annual acknowledgement of the 
Handbook and Bylaws by employees 
(refer to Recommendation I.4). 
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Finding VI Recommendations 
Based on the auditor’s review, and to ensure adequate controls over approvals 
over performance incentives and special compensation the Board of Directors should: 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. Require management to develop
and seek Board approval a special
compensation table, which defines
the amounts to be awarded to
employees, in accordance with
applicable laws and regulations
and aligned with the Board’s
defined special compensation plan
on an annual basis.

Consistent with the Audit Committee’s 
recommendation, management shall 
present a special compensation table 
to the Board for consideration and 
approval on an annual basis, as part of 
the annual program budget, that 
meets the requirements of California 
Code of Regulations, Title 2, section 
571(b) and any other applicable laws 
and regulations. 

Director of 
Organization 
Effectiveness 

Due: 6/30/2021 

Completed. 

Consistent with 2 CCR § 570.5, 571(b), and 
§ 571.1, the Board approved the FY 2022 
Special Compensation Table as part of 
adopting the FY 2022 Program Budget on 
May 14, 2021 (Agenda Item 12).

The newly established Classification Salary 
Range and Special Compensation Tables 
administrative policy (see 
Recommendation IV.2) describes 
management’s responsibility for seeking 
Board approval of the Special 
Compensation Table on an annual basis. 

2. Require management to develop
and formalize procedures for a
consistent methodology which
identifies the performance ratings
employees should attain in order
to qualify for performance
incentives on an annual basis,
including but not limited to,
documenting approvals,
recommendations, and
justification of amounts awarded.

Management shall review and clarify 
procedures, and prepare additional 
documentation, to further support the 
award of compensation adjustments 
(merit increases and bonus awards) to 
employees, including eligibility criteria, 
the review and approval process, and 
preparation and maintenance of 
supporting documentation. 

Director of 
Organization 
Effectiveness 

Due: 9/30/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

3. Require staff to review formalized
procedures for completing
performance evaluations,
recommending performance
incentives, and approving
performance incentives to staff to
ensure they understand their roles
and responsibilities.

In conjunction with implementing 
Recommendation VI.2, management 
shall develop additional reference 
materials and provide training to 
supervisors and management 
regarding the completion of 
performance evaluations, and the 
preparation and approval of 
compensation adjustment 
recommendations for employees. 

Director of 
Organization 
Effectiveness 

Due: 9/30/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 

4. Require Financial Services to
develop and formalize a procedure
for reconciling the performance
incentives paid to employees to
the amounts approved by
management.

In conjunction with implementing 
Recommendation IV.5, management 
shall develop and document 
procedures for reconciling the 
compensation adjustment amounts 
provided to employees with the 
amounts approved by management. 

Chief Financial 
Officer 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 
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Finding VII Recommendations 
To ensure that SANDAG has an adequate process for determining 
and setting salary ranges, SANDAG's Board should:  

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. Establish and formalize policies
and procedures to regularly
complete salary comparison
surveys and analysis, including but
not limited to

• Explain when and how it will
complete a salary survey,
including a methodology it will
use to determine these entries
against which it compare
itself, and how it uses the
results to determine the
increases in salaries and
benefits. Further it should
provide justification to the
Board when deciding to
increase salaries above the
amounts that the salary
survey. E.g. Chief Economist,
Clerk of the Board, and other
key positions identified by
SANDAG.

• Develop a schedule for
ensuring that salary positions
are included on the salary
comparison surveys.

• Require that SANDAG create
duty statements for each
position within the
organization.

Management shall develop an 
administrative policy and procedures 
for maintaining SANDAG salary ranges 
including the general methodology 
used for conducting periodic market 
salary range studies, analyzing survey 
results, and preparing 
recommendations for salary range 
changes. Action pertaining to the 
development of duty statements is 
addressed in the response to 
Recommendation VII.3. 

Director of 
Organization 
Effectiveness 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

2. Request management to conduct
a job analysis by gathering,
documenting, and analyzing
information about the job duties
to determine the activities and
responsibilities.

No action proposed. Management 
shall continue to monitor and 
maintain the classification 
specifications (Class Specs) that were 
comprehensively reviewed, updated, 
and implemented in FY 2017 as well as 
the additional Class Specs developed 
and implemented in 2019 as part of 
the agency reorganization. Job 
analysis will continue to be performed 
as needed, and information obtained 
during the preparation of job 
descriptions for all positions (see 
Recommendation VII.3) also will be 
used to maintain Class Specs. 

n/a Implementation of this 
recommendation is not planned. 

3. Request management to develop
job duty statements in compliance
with applicable laws, regulations,
and best practices for each
position within SANDAG. The
qualifications necessary for
performing the job and the
conditions under which work is
performed.

Management shall require 
development and maintenance of job 
descriptions for all positions. Human 
Resources shall be assigned 
responsibility for researching current 
best practices and recommending a 
job description template; developing, 
documenting, and implementing a 
process and procedure to support 
development and ongoing 
maintenance of job descriptions; and 
coordinating the preparation of job 
descriptions with input provided by 
supervisors and employees. 

Director of 
Organization 
Effectiveness 

Due: 6/30/2022 
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Finding VIII Recommendations 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. SANDAG should update agency
documents, including its
organizational charts and job titles
to reflect accurate employee
names, job titles, and other
relevant information.

Management shall review and update 
agency systems and documents to 
ensure accurate and consistent use of 
employee names, job titles, and other 
relevant information. Further, 
processes and standards will be 
developed and implemented to 
ensure maintenance of systems and 
documents. 

Director of 
Organization 
Effectiveness 

Due: 12/31/2021 

This work is currently underway and on 
track for completion by the estimated 
date. 

2. Revert salaries for high level
positions to salaries prior to the
September 2019 salary schedule
revisions.

Consistent with the Audit Committee’s 
recommendation, no action is 
proposed. 

n/a Implementation of this 
recommendation is not planned. 

3. SANDAG should complete a needs
assessment, which includes a cost
benefit analysis for positions
added and promotions in place to
the level of Chief Executive
Director, Director II, and manager
to determine whether the number
of management positions at the
current levels is necessary and can
be justified. Further, the reporting
structure and hierarchy should be
reviewed to ensure consistency
and that positions within job
classifications are reporting to
management with the necessary
skills and experience to
management the workload.

Consistent with the Audit Committee’s 
recommendation, no action is 
proposed. Furthermore, as described 
in the Management Revised Response  
(see p.27), an examination of the 
agency’s organization structure was 
included as part of the strategic 
planning project undertaken in 2019. 
The review was conducted, and 
recommendations were prepared, by 
experienced management 
consultants, who worked in a 
deliberative and collaborative manner 
with Executive Director to address the 
needs of the agency with respect to 
leadership oversight and operational 

n/a Implementation of this 
recommendation is not planned. 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

effectiveness. The Management 
Revised Response (see p.25) also 
addresses the conclusion that a 
significant number of executive-level 
positions have been added to SANDAG 
and explains how existing executive-
level roles have been repurposed to 
achieve the recommended 
organization structure.  

4. Based on the result of the Needs
Assessment, management should
complete a salary comparison
analysis to determine the market
value of management positions
based on the job duties and
responsibilities.

An alternate action is proposed. While 
the needs assessment described in 
Recommendation VIII.3 and 
referenced in this recommendation is 
not planned to be undertaken, 
management intends to complete a 
salary range study in 2021 to 
determine the market pay rates for 
benchmark positions, and shall 
include the newly defined 
management positions that can be 
reasonably compared as part of this 
project. The salary range study shall be 
conducted by the agency’s 
compensation consultant. 

Director of 
Organization 
Effectiveness 

Due: 6/30/2021 

Completed. 

The SANDAG compensation consultant 
was engaged in late 2020 to conduct a 
salary range study. The study compared 
existing salary ranges for 42 benchmark 
positions, including 6 Executive-level 
positions, relative to similar positions at 15 
comparable public agencies as well as the 
private sector. Recommendations from 
the study were approved by the Board, in 
the form of the FY 2022 
Classification/Salary Range Table as part 
of the FY 2022 Program Budget adopted 
on May 14, 2021 (Agenda Item 12). 
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Finding IX Recommendations 
To ensure that SANDAG has fair, objective, and competitive hiring practices SANDAG should: 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. SANDAG should identify all
employees who were appointed or
promoted without undergoing a
fair and competitive hiring
process.

No action proposed. As described in 
the Management Revised Response  
(see p.29), the Executive Director acted 
within delegated authority and 
consistent with employment policies 
established as part of the Employee 
Handbook in appointing appropriately 
qualified individuals to executive-level 
positions during the 2019 agency 
reorganization. 

n/a Implementation of this recommendation 
is not planned. 

2. For those positions determined to
be filled without a fair and
competitive hiring process,
SANDAG should perform an
evaluation to identify:

• Whether the position and level
of the position is necessary for
the organization, this shall be
supported a needs
assessment, organization
chart, span of control review
and, complete duty statement.

• Vacate and properly re-
advertise the position and
follow the competitive hiring
process for filling the position.

No action proposed. As noted in 
response to Recommendation IX.1, the 
Executive Director acted within 
delegated authority and consistent 
with employment practices as part of 
the Employee Handbook in making 
the 2019 staffing decisions and these 
are considered legal actions. 

As noted in response to 
Recommendation VIII.3, an 
examination of the agency’s 
organization structure was included as 
part of the strategic planning project 
undertaken in 2019 which resulted in a 
plan to repurpose existing executive-
level positions to achieve the 

n/a Implementation of this 
recommendation is not planned. 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

recommendation organization 
structure.  

With respect to vacating currently 
filled positions, the Office of General 
Counsel has identified potential legal 
risks associated with violation of 
employee contract rights and does not 
recommend this action. Furthermore, 
the Audit Committee recommended 
against making any changes to 
positions in response to Finding VIII. 

3. Develop and formalize procedures
for openly advertising and
competitively hiring for SANDAG
positions in accordance with
applicable laws and regulations
and Board Bylaws, Policies, and
Administrative Rules and
Regulations, that include but are
not limited to,

• Documenting justification for
advertising internally or
externally including
timeframes for advertisement.

• Documenting applications
and resumes of all job
applicants who applied for
each open and filled position,
including rating of whether
candidates met the minimum
qualifications.

Management shall develop, 
document, and implement procedures 
and processes related to the 
recruitment program that support fair 
and competitive hiring practices, 
including preparation of position 
announcements, advertising 
strategies, application submittal and 
review procedures, selection activities, 
and approval of job offers. 

Director of 
Organization 
Effectiveness 

Due: 12/31/2021 
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OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

• Documenting interview
questions, candidate ratings
and scores by each
interviewer, and justification
for candidate selection.

Finding X Recommendation 
The OIPA recommends that SANDAG: 

OIPA Recommendation Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. Create and establish policies and
aligned with applicable laws and
regulation set forth in the
Administrative Rules and
Regulations to ensure the regular
full-time employees’ rights are not
violated and are consistent.

No action proposed. As described in 
the Management Revised Response  
(see p.30) and its Appendix A (p.12), 
SANDAG already has established, 
documented, and communicated, via 
the Employee Handbook and 
procedural guides, legally sound 
policies and practices that 
appropriately ensure the rights of 
employees while also protecting the 
operational interests of the agency. 

n/a Implementation of this  
recommendation is not planned. 
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Salaries and Compensation Audit – Action Plan 

Status Update, September 24, 2021 26 

Board Comments 
In addition to the OIPA recommendations, the SANDAG Board: 

Board Direction Proposed Action 
Responsible Official 
and Estimated 
Completion Date 

Status 

1. Directs staff that information in
audit reports never be redacted,
except for names and personal
information.

Management shall fully comply with 
this direction. 

Executive Director 

Due: Immediately 

Management acknowledges the direction 
provided by the Board and will ensure this 
is reflected in future practices and actions. 
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FY 2022 Personnel Cost Summary

FY 2020 
Actual 

Expenses

Benefits 
% of 

Salaries
FY 2021 

Revised Budget

Benefits 
% of 

Salaries
FY 2022 Draft 

Budget

Benefits 
% of 

Salaries
Amount of 

Change
% of 

Change
Staff Positions and Salaries:

Regular Staff Positions 349 361 12 3.3%
Limited-Term Staff Positions 12 15 3 20.0%
Temporary, Intern, Part-Time, Seasonal (TIPS) Positions 33.1 46.1 48.9 2.8 5.7%
Salaries - Regular Staff Positions $31,381,985 $32,983,229 $36,288,340      3,305,111 9.1%
Salaries - Limited-Term Staff Positions $541,069 773,907 1,254,648         480,741 38.3%
Salaries - TIPS Positions 1,336,496 1,901,994 2,109,162         207,167 9.8%

Total Employee Salaries $33,259,550 $35,659,131 $39,652,150 $3,993,019 10.1%

Employee Benefits:
Retirement (PERS+PARS) $7,042,176 21.2% $7,521,338 21.1% $10,143,022 25.6%      2,621,684 25.8%
Section 115 Pension Savings Fund 1,000,000 3.0% 1,000,000 2.8% 1,000,000 2.5% - 0.0%
Combined Health Insurance Plan 4,590,490 13.8% 4,443,950 12.5% 5,599,456 14.1%      1,155,506 20.6%
Dental/Vision Insurance Plan 426,640 1.3% 434,350 1.2% 537,397 1.4%         103,047 19.2%
Short-/Long-Term Disability 219,442 0.7% 305,400 0.9% 404,598 1.0%           99,198 24.5%
Workers Compensation 254,750 0.8% 267,730 0.8% 445,901 1.1%         178,172 40.0%
Social Security/Medicare and Other Taxes 453,856 1.4% 515,350 1.4% 574,536 1.4%           59,186 10.3%
Life/Accident Insurance 67,931 0.2% 57,000 0.2% 50,946 0.1%            (6,054) -11.9%
Employee Assistance Program 7,806 0.0% 7,950 0.0% 9,412 0.0% 1,462 15.5%
Section 125 Flexible Spending Account Administration 1,773 0.0% 9,000 0.0% 13,071 0.0% 4,071 31.1%
Transportation Demand Management Program 19,760 0.1% 5,000 0.0% 28,000 0.1%           23,000 82.1%
Post-Employment Health Care 528,472 1.6% 588,100 1.6% 599,400 1.5%           11,300 1.9%
Management Benefit 246,276 0.7% 409,642 1.1% 474,517 1.2%           64,875 13.7%
Automotive Allowance 12,000 0.0% 12,000 0.0% 12,000 0.0% - 0.0%
Employee Recognition Program 10,000 0.0% 10,000 0.0% 10,000 0.0% - 0.0%
Computer Purchase/Loan Program 4,205 0.0% 5,000 0.0% 5,000 0.0% - 0.0%

Total Employee Benefits $14,885,577 44.8% $15,591,810 43.7% $19,907,254 50.2% $4,315,444 21.7%

Employee Benefits By Position Type:
Benefits - Regular Staff Positions $14,277,826 45.5% $14,726,097 44.6% $18,701,167 51.5%      3,975,070 21.3%
Benefits - Limited-Term Staff Positions 246,169 45.5% 353,252 45.6% 595,381 47.5%         242,129 40.7%
Benefits - TIPS Positions 361,581 27.1% 512,461 26.9% 610,706 29.0%           98,245 16.1%

Total Employee Benefits $14,885,577 44.8% $15,591,810 43.7% $19,907,254 50.2% $4,073,315 21.7%

Total Personnel Cost (Salaries and Benefits) $48,145,127 $51,250,941 $59,559,404 $8,308,464 13.9%

FY 2020
Actual Expenses

Year-to-Year Change
FY 2022 over FY 2021

FY 2021
Revised Estimate

FY 2022
Final Budget

354
(total Reg+LT)

Note: The FY 2021 Revised Estimate includes all approved staff positions (including currently vacant roles), and reflects actual year-to-date expenses plus anticipated costs 
through the end of the fiscal year. The FY 2022 Proposed Budget includes full funding for all staff positions.
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Notes:
Preparation of Salary and Benefits Budget as part of the Final FY 2022 Program Budget
Prepared by Melissa Coffelt

Background

Human Resources uses an HRIS to compile and calculate various elements of the salary and benefits budget.
Human Resources maintains documentation to describe updates that are made to the HRIS to support the annual budget development process.

The Master Budget Report/s used to prepare the salary and benefits summary are saved by Human Resources.
References in the notes below to MBR refer to the Master Budget Report used to prepare the current version of the salary and benefits summary.
A number of agencywide benefits are captured in the HRIS for budgeting purposes; these are shown in summary on the home page of the HRIS.
A screen shot of this information is captured in conjunction with preparing the salary and benefits summary.

Proposed 
Budget Notes

Staff Positions and Salaries:

Regular Staff Positions 361 From MBR: Total number of Regular and Regular-Ops positions.

Limited-Term Staff Positions 15 From MBR: Total number of Limited-Term and Limited-Term-Ops positions.

Temporary, Intern, Part-Time, Seasonal (TIPS) Positions 48.9 TIPS FTE calculated by Human Resources; see separate data file

  Salaries - Regular Staff Positions $36,288,340 From MBR: Total salaries for Regular and Regular-Ops positions + Agencywide Benefit: ED 
Bonus

Salaries - Limited-Term Staff Positions $1,254,648 From MBR: Total salaries for Limited-Term and Limited-Term-Ops positions

Salaries - TIPS Positions $2,109,162 From MBR: Total salaries for all types of TIPS positions

Total Employee Salaries $39,652,150 Calculated in Personnel Cost Summary table, and verified against MBR

Employee Benefits:

Retirement (PERS+PARS) $10,143,022
g y p

Fund; reduced by $10,000 to show budget for EE Recognition Program

Section 115 Pension Savings Fund $1,000,000 Agencywide Benefit: Section 115 Pension Savings Fund

Combined Health Insurance Plan $5,599,456 From MBR: Health Cost + Agencywide Benefit: Executive Health Benefits

Dental/Vision Insurance Plan $537,397 From MBR: Total of Dental Cost and Vision Cost

  Short-/Long-Term Disability $404,598 From MBR: Total of Short- and Long Term Disability Insurance + Agencywide Benefit: Paid 
Family Leave

Workers Compensation $445,901 From MBR: Workers Compensation Insurance

Social Security Hospital Tax - Medicare $574,536 From MBR: Medicare

The salary and benefits summary for the upcoming fiscal year, shown as part of the Personnel Cost Summary, is developed primarily from a 'Master Budget 
Report' downloaded from the HRIS.
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Life/Accident Insurance $50,946 From MBR: Life/Accident

Employee Assistance Program $9,412 From MBR: Employee Assist

Section 125 Flexible Spending Account Administration $13,071 From MBR: FSA Account Admin Fee

Transportation Demand Management Program $28,000 Agencywide Benefit: Transportation Demand Management

Post-Employment Health Care $599,400 Agencywide Benefit: Post Employment Health/OPEB

Management Benefit $474,517 From MBR: Management Benefit + Agencywide Benefit: Agency Deferred Compensation

Automotive Allowance $12,000 From MBR: Auto Allowance

Employee Recognition Program $10,000 Employee Recognition Program (will be programmed into MBR for FY 2023)

Computer Purchase/Loan Program $5,000 Agencywide Benefit: Computer Purchase/Loan Program

Total Employee Benefits $19,907,254 Calculated in Personnel Cost Summary table, and verified against MBR

Total Employee Benefits to be Allocated
Employee Benefits By Position Type:

Benefits - Regular Staff Positions $18,701,167

Benefits - Limited-Term Staff Positions $595,381

Benefits - TIPS Positions $610,706

Total Employee Benefits $19,907,254

The MBR summarizes the portion of benefits applicable to each position type; the total 
costs are verified in the MBR and the amounts added to the salary and benefits summary. 
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FY 2022 Final Budget: Estimated Cost for Compensation Adjustment Pool/s

Cost Estimate of 2% Compensation Adjustment Pool
Base Salary CalPERS Medicare WorkCmp Mgmt Benefit

Current $37,617,920 $9,500,851 $545,460 $422,341 $138,226
With Increase $38,094,051 $9,621,512 $552,364 $428,703 $140,990

Difference $476,131 $120,661 $6,904 $6,362 $2,765

Cost Estimate of 6.1% Compensation Adjustment Pool
Base Salary CalPERS Medicare WorkCmp Mgmt Benefit

Current $37,617,920 $9,500,851 $545,460 $422,341 $138,226
With Increase $39,623,158 $10,007,807 $574,536 $445,901 $146,016

Difference $2,005,238 $506,956 $29,076 $23,561 $7,791

Cost Estimate of Proposed 4% Compensation Adjustment Pool

Base Salary CalPERS Medicare WorkCmp Mgmt Benefit
with 2% Increase $38,094,051 $9,621,512 $552,364 $428,703 $140,990
with 6.1% Increase $39,623,158 $10,007,807 $574,536 $445,901 $146,016

Difference $1,529,107 $386,295 $22,172 $17,199 $5,026

Compare to Draft: $9,917 $48,358 $2,797 $1,605 $5,026

Increase to Salary Budget: $1,529,107
Increase to Benefits Budget: $430,692

TOTAL COST: $1,959,799

For 3% Pool for Performance Rewards
Increase to Salary Budget: $1,146,830 (Amount available for performance rewards)

Increase to Benefits Budget: $323,019
TOTAL COST: $1,469,849

For 1% Pool for Pay Adjustments
Increase to Salary Budget: $382,277 (Amount available for equity pay, promotions, reclassifications)

Increase to Benefits Budget: $107,673
TOTAL COST: $489,950
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General Reference Notes

Preparation Notes

Prepared by Rachel Nycholat; Reviewed by Melissa Coffelt
4/20/2021

The proposed 4% compensation adjustment pool for FY 2022 will be presented to the Board of Directors as a 3% 
pool for performance rewards and a 1% pool for base pay increases resulting from recommendations from the 
pending salary range study. The proportions of base salary and benefits costs for both pools have been calculated.

1. The base salary of $39,623,158 used in this calculation is derived from a Master Budget Report (downloaded from
the HRIS on 4/17/2021) and varies from the Total Employee Salaries of $39,652,150 shown on the Final FY 2022
Personnel Cost Summary (PCS). The difference is $28,992; this the amount budgeted for a 7% performance bonus
for the Executive Director. The amount is added to the Total Salaries when preparing the PCS.

2. The CalPERS cost estimate of $10,007,807 used in this calculation is derived from a Master Budget Report
(downloaded from the HRIS on 4/17/2021) and varies from the Retirement benefits amount of $10,143,022 shown
on the Final FY 2022 PCS. The difference reflects costs for PARS retirement benefits and the amount budgeted for
the agency's contribution to the CalPERS Repalcement Benefit Fund (RFB). The PARS benefit cost is typically neglible
(less than $5,000) and has been excluded from the calculation of the compensation adjustment pool. The RBF
contribution also is excluded from the calculation since the amount is not impacted by changes in employee

At the time the Final FY 2022 Budget was prepared, the Board had approved a 2% compensation adjustment pool for 
FY 2021 however base pay increases for employees had not been processed.

In preparing the Final FY 2022 Budget, staff assumed a base pay increase of 2% for all positions. Combined with a 
total proposed pool of 4% for FY 2022, a 6.1% increase was added to salaries for all positions. (6.1% is the 
compounded increase of a 2% base pay increase, then a 4% pay increase.)

To determine the total cost of the proposed 4% compensation adjustment pool, staff calculated the cost of the 2% 
pool, then deducted this from the cost of the 6.1% pool.

The calculations were prepared using data from three Master Budget Reports generated from the HRIS on April 17, 
2021 - one reflecting no base salary increase, one reflecting a 2% base salary increase, and one reflecting a 6.1% 
base salary increase. These files are saved in a similar location to this document within the Human Resources 
program records.

In determining the total cost of a proposed compensation adjustment pool, it is recognized there are increases to 
salary-based benefits in addition to base salary. The increases to pension plan contributions, workers compensation 
insurance, Medicare taxes, and Management Benefits are included in the total cost calculation.

3. The Management Benefit cost estimate of $146,016 used in this calculation is derived from a Master Budget
Report (downloaded from the HRIS on 4/17/2021) and varies from the Total Management Benefit of $474,517
shown on the Final FY 2022 Personnel Cost Summary (PCS). The difference is $328,500; this the amount budgeted
for the 457 Plan contributions provided per employment contracts. The 457 contribution is excluded from this
calculation since the amount is not impacted by changes in employee compensation.

4. There is a change of $48,400 in the estimated cost increase for CalPERS pension benefits relative to the Draft
Budget. As part of reviewing systems and processes related to budget development and reporting, one of the actions
management committed to undertake as part of the Comp Audit Action Plan, an error was discovered in the HRIS
related to the calculation of CalPERS benefits for vacant positions. This error has been corrected and the calculation
of benefits has been verified.
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Classification Salary Range and 
Special Compensation Tables 

Policy 

SANDAG shall maintain a salary schedule (referred to as a Classification Salary Range table) and Special 
Compensation table that meet the requirements of California Code of Regulations, Title 2, sections 570.5, 
571(b), 571.1, and any other applicable laws and regulations. 

Responsibilities 

 The Board of Directors (Board) is responsible for considering and approving the Classification
Salary Range table and Special Compensation table whenever changes are proposed to these
documents; as a practice, this occurs on at least an annual basis, typically in conjunction with
approval of the Program Budget.

 The Executive Director is responsible for establishing administrative rules and regulations for
agency personnel functions. (SANDAG Bylaws; SANDAG Board Policy 017: Delegation of Authority),
and for approving staff’s proposed changes to the Classification Salary Range table and Special
Compensation table and seeking Board approval.

 The Senior Leadership Team is responsible for providing operational input and reviewing proposed
changes to the Classification Salary Range table and Special Compensation table.

 The Director of Organization Effectiveness is responsible for overseeing actions and activities
related to obtaining Board approval of the Classification Salary Range table and Special
Compensation table.

 The Manager of Human Resources is responsible for maintaining the Classification Salary Range
table and Special Compensation table in accordance with applicable agency policies.

Management Review and Approval of Proposed Changes 

The Manager of Human Resources is responsible for coordinating updates to the Classification Salary 
Range table and Special Compensation table. 

 A revised Classification Salary Range table and Special Compensation table are included in the
Draft Program Budget, typically presented to the Board in March each year.
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 The Classification Salary Range table and Special Compensation table are presented to the Board
for approval in conjunction with the Board’s consideration of the Final Program Budget in May or
June each year (see below).

For each update of the Classification Salary Range table and Special Compensation table, the Manager of 
Human Resources shall  

 Maintain an ongoing list of required or recommended updates to the two tables. Notes regarding
updates and/or areas for review are typically maintained within ‘working versions’ of the
documents throughout the year which are kept within the HR Program folder on the main
network drive (currently the X:\ drive).

 Incorporate recommended changes resulting from market-based Salary Range or Compensation
studies, other reviews of the agency’s compensation program.

 Incorporate changes resulting from the review of special compensation policies, typically
conducted with the annual review and update to the Employee Handbook, into the Special
Compensation table.

 Coordinate the review of proposed changes to the Classification Salary Range table and Special
Compensation table with the Director of Organization Effectiveness and Senior Leadership Team.

 Obtain written approval from the Executive Director for the proposed Classification Salary Range
table and Special Compensation table prior to inclusion in Draft or Final Program Budget
documents or in staff reports seeking action by the Board for mid-year changes to the tables.

Board Review and Approval 

The Manager of Human Resources, with oversight from the Director of Organization Effectiveness, is 
responsible for coordinating the Board’s consideration and approval of the Classification Salary Range 
table and Special Compensation table each year. 

 Both tables are included in the Draft and Final Program Budget document, specifically in the
chapter pertaining to Human Resources/Personnel.

 The resolution adopted by the Board to approve the Program Budget shall contain language
referencing the Classification Salary Range table and Special Compensation table and the Board’s
adoption in compliance with 2 CCR § 570.5, 571(b), and 571.1.

The Manager of Human Resources, with oversight from the Director of Organization Effectiveness, shall 
seek Board approval for any significant mid-year changes to the Classification Salary Range table. Such 
action may occur as a stand-alone agenda item or may be part of a broader action taken by the Board. 

Communication of Approved Classification Salary Range and Special Compensation Tables 

Prior to the effective date of the Classification Salary Range table and Special Compensation table, or 
within 30 days’ of the Board’s approval of the tables, whichever is latest, the Manager of Human Resources 
shall 

 Post the approved Classification Salary Range table and Special Compensation table to the Careers
section of the SANDAG website for access by the public
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 Place a copy of the approved Classification Salary Range table and Special Compensation table at
the main reception desk

 Post the approved Classification Salary Range table and Special Compensation table to the
internal SANDAG SharePoint Intranet site for reference by employees

Recordkeeping 

The Manager of Human Resources shall 

 Maintain records documenting the preparation, review, and the Executive Director’s approval of
the proposed Classification Salary Range table and Special Compensation table changes.

 Maintain the current Classification Salary Range table and Special Compensation table, and at
least five years of prior approved versions.

The SANDAG Clerk of the Board is responsible for maintaining staff reports, records of adopted Board 
resolutions, and other related documents pertaining to the Board’s consideration and approval of the 
Classification Salary Range table and Special Compensation table.  

Notes 

During a consultation with CalPERS in April 2021, staff were advised that 

 the Board-approved Special Compensation table meets the requirements for special
compensation items to be “contained in a written labor policy or agreement” and “duly approved
and adopted by the employer's governing body.” (Per 2 CCR § 571(b) and 571.1)

 the Board’s consideration of the Classification Salary Range table and/or Special Compensation
table does not need to be a separate agendized item.

The Employee Handbook and the Special Compensation table reflect identical language regarding the 
items of special compensation provided to employees.  

Handbook References 

 Section 6.10: Agency Holidays (an item of special compensation)
 Section 7.13: Shift Differential Pay (an item of special compensation)
 Section 10.2: Classification Salary Range Table
 Policy: Delegation of Authority by the Executive Director

This document was reviewed and approved by 
Melissa Coffelt, Director of Organization Effectiveness, on May 28, 2021 

Effective date: June 2021 
Revision date/s: None 

36 53



Acknowledgement: 
Classification Salary Range and Special Compensation Tables

On an annual basis, the employees holding the positions shown in bold text below and who are 
responsible for preparation and presentation of the Classification Salary Range table and Special 
Compensation table to the SANDAG Board of Directors, shall review and acknowledge their understanding 
of the related policies and procedures. Completed acknowledgement forms shall be maintained by the 
Manager of Human Resources. 

Positions and Responsibilities 

 The Executive Director is responsible for establishing administrative rules and regulations for
agency personnel functions. (SANDAG Bylaws; SANDAG Board Policy 017: Delegation of Authority),
and for approving staff’s proposed changes to the Classification Salary Range table and Special
Compensation table and seeking Board approval.

 The Senior Leadership Team (including the Chief Capital Programs and Regional Services
Officer, Chief Operating Officer, and Chief Planning and Innovation Officer) is responsible for
providing operational input and reviewing proposed changes to the Classification Salary Range
table and Special Compensation table.

 The Director of Organization Effectiveness is responsible for overseeing actions and activities
related to obtaining Board approval of the Classification Salary Range table and Special
Compensation table.

 The Manager of Human Resources is responsible for maintaining the Classification Salary Range
table and Special Compensation table in accordance with applicable agency policies.

Acknowledgement 

By signing below, I confirm I have reviewed the Classification Salary Range table and Special 
Compensation table procedure guide developed and maintained by Human Resources and understand 
my role and responsibility with respect to preparing and presenting the Classification Salary Range table 
and Special Compensation table to the Board of Directors. 

Position: 

 Executive Director  Chief Capital Programs and Regional Services Officer

 Chief Operating Officer  Chief Planning and Innovation Officer

 Director of Organization Effectiveness Manager of Human Resources

Name: Signature: Date: 
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Acknowledgement: 
Classification Salary Range and Special Compensation Tables 

On an annual basis, the employees holding the positions shown in bold text below and who are 
responsible for preparation and presentation of the Classification Salary Range table and Special 
Compensation table to the SAN DAG Board of Directors, shall review and acknowledge their understanding 
of the related policies and procedures. Completed acknowledgement forms shall be maintained by the 
Manager of Human Resources. 

Positions and Responsibilities 

The Executive Director is responsible for establishing administrative rules and regulations for 
agency personnel functions. (SAN DAG Bylaws; SAN DAG Board Policy 077: Delegation of Authority), 
and for approving staff's proposed changes to the Classification Salary Range table and Special 
Compensation table and seeking Board approval. 

• The Senior Leadership Team (including the Chief Capital Programs and Regional Services

Officer, Chief Operating Officer, and Chief Planning and Innovation Officer) is responsible for
providing operational input and reviewing proposed changes to the Classification Salary Range 
table and Special Compensation table. 

• The Director of Organization Effectiveness is responsible for overseeing actions and activities
related to obtaining Board approval of the Classification Salary Range table and Special
Compensation table.

• The Manager of Human Resources is responsible for maintaining the Classification Salary Range
table and Special Compensation table in accordance with applicable agency policies.

Acknowledgement 

By signing below, I confirm I have reviewed the Classification Salary Range table and Special 
Compensation table procedure guide developed and maintained by Human Resources and understand 
my role and responsibility with respect to preparing and presenting the Classification Salary Range table 
and Special Compensation table to the Board of Directors. 

Position: 

�xecutive Director 

0 Chief Operating Officer 

0 Chief Capital Programs and Regional Services Officer 

0 Chief Planning and Innovation Officer 

0 Director of Organization Effectiveness 0 Manager of Human Resources 

s;gnatuce:, �e: �J
z:.,

'Z-1 

Classification Salary Range and Special Compensation Tables 
Human Resources Program Management Guide 4 
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Acknowledgement: 
Classification Salary Range and Special Compensation Tables 

On an annual basis, the employees holding the positions shown in bold text below and who are 
responsible for preparation and presentation of the Classification Salary Range table and Special 
Compensation table to the SAN DAG Board of Directors, shall review and acknowledge their understanding 
of the related policies and procedures. Completed acknowledgement forms shall be maintained by the 
Manager of Human Resources. 

Positions and Responsibilities 

■ The Executive Director is responsible for establishing administrative rules and regulations for
agency personnel functions. (SAN DAG Bylaws; SAN DAG Board Policy 077: Delegation of Authority).
and for approving staff's proposed changes to the Classification Salary Range table and Special
Compensation table and seeking Board approval.

■ The Senior Leadership Team (including the Chief Capital Programs and Regional Services 

Officer, Chief Operating Officer, and Chief Planning and Innovation Officer) is responsible for
providing operational input and reviewing proposed changes to the Classification Salary Range
table and Special Compensation table.

The Director of Organization Effectiveness is responsible for overseeing actions and activities
related to obtaining Board approval of the Classification Salary Range table and Special
Compensation table.

■ The Manager of Human Resources is responsible for maintaining the Classification Salary Range
table and Special Compensation table in accordance with applicable agency policies.

Acknowledgement 

By signing below, I confirm I have reviewed the Classification Salary Range table and Special 
Compensation table procedure guide developed and maintained by Human Resources and understand 
my role and responsibility with respect to preparing and presenting the Classification Salary Range table 
and Special Compensation table to the Board of Directors. 

Position: 

0 Executive Director 

0 Chief Operating Officer 

VChief Capital Programs and Regional Services Officer 

0 Chief Planning and Innovation Officer 

0 Director of Organization Effectiveness 0 Manager of Human Resources 

Classification Salary Range and Special Compensation Tables 
Human Resources Program Management Guide 4 
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Classification Salary Range and Special Compensation Tables 

Human Resources Program Management Guide 4 

Acknowledgement: 
Classification Salary Range and Special Compensation Tables

On an annual basis, the employees holding the positions shown in bold text below and who are 
responsible for preparation and presentation of the Classification Salary Range table and Special 
Compensation table to the SANDAG Board of Directors, shall review and acknowledge their understanding 
of the related policies and procedures. Completed acknowledgement forms shall be maintained by the 
Manager of Human Resources. 

Positions and Responsibilities 

 The Executive Director is responsible for establishing administrative rules and regulations for
agency personnel functions. (SANDAG Bylaws; SANDAG Board Policy 017: Delegation of Authority),
and for approving staff’s proposed changes to the Classification Salary Range table and Special
Compensation table and seeking Board approval.

 The Senior Leadership Team (including the Chief Capital Programs and Regional Services
Officer, Chief Operating Officer, and Chief Planning and Innovation Officer) is responsible for
providing operational input and reviewing proposed changes to the Classification Salary Range
table and Special Compensation table.

 The Director of Organization Effectiveness is responsible for overseeing actions and activities
related to obtaining Board approval of the Classification Salary Range table and Special
Compensation table.

 The Manager of Human Resources is responsible for maintaining the Classification Salary Range
table and Special Compensation table in accordance with applicable agency policies.

Acknowledgement 

By signing below, I confirm I have reviewed the Classification Salary Range table and Special 
Compensation table procedure guide developed and maintained by Human Resources and understand 
my role and responsibility with respect to preparing and presenting the Classification Salary Range table 
and Special Compensation table to the Board of Directors. 

Position: 

 Executive Director  Chief Capital Programs and Regional Services Officer

 Chief Operating Officer  Chief Planning and Innovation Officer

 Director of Organization Effectiveness Manager of Human Resources

Name: Signature: Date: 
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Acknowledgement:
Classification Salary Range and Special Compensation Tables

On an annual basis, the employees holding the positions shown in bold text below and who are

responsible for preparation and presentation of the Classification Salary Range table and Special

Compensation table to the SANDAC Board of Directors, shall review and acknowledge their understanding

of the related policies and procedures. Completed acknowledgement forms shall be maintained by the

Manager of Human Resources.

Positions and Responsibilities

• The Executive Director is responsible for establishing administrative rules and regulations for

agency personnel functions. (SANDAC Bylaws; SANDAC Board Policy 017: Delegation of Authority),

and for approving staffs proposed changes to the Classification Salary Range table and Special

Compensation table and seeking Board approval.

The Senior Leadership Team (including the Chief Capital Programs and Regional Services

Officer, Chief Operating Officer, and Chief Planning and Innovation Officer) is responsible for

providing operational input and reviewing proposed changes to the Classification Salary Range

table and Special Compensation table.

The Director of Organization Effectiveness is responsible for overseeing actions and activities

related to obtaining Board approval of the Classification Salary Range table and Special

Compensation table.

• The Manager of Human Resources is responsible for maintaining the Classification Salary Range

table and Special Compensation table in accordance with applicable agency policies.

Acknowledgement

By signing below, I confirm I have reviewed the Classification Salary Range table and Special

Compensation table procedure guide developed and maintained by Human Resources and understand

my role and responsibility with respect to preparing and presenting the Classification Salary Range table

and Special Compensation table to the Board of Directors.

Position:

O Executive Director O Chief Capital Programs and Regional Services Officer

O Chief Operating Officer Chief Pla ning and Innovation Officer

O Director of Organization Effectiveness O Manager f Human Resources

Name: Signature: Date: v io- 01-71

Classification Salary Range and Special Compensation Tables

Human Resources Program Management Guide 4
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Acknowledgement: 
Classification Salary Range and Special Compensation Tables 

On an annual basis, the employees holding the positions shown in bold text below and who are 
responsible for preparation and presentation of the Classification Salary Range table and Special
Compensation table to the SAN DAG Board of Directors, shall review and acknowledge their understanding
of the related policies and procedures. Completed acknowledgement forms shall be maintained by the
Manager of Human Resources.

Positions and Responsibilities 

• The Executive Director is responsible for establishing administrative rules and regulations for 
agency personnel functions. (SAN DAG Bylaws; SAN DAG Board Policy 017: Delegation of Authority),
and for approving staff's proposed changes to the Classification Salary Range table and Special
Compensation table and seeking Board approval.

• The Senior Leadership Team (including the Chief Capital Programs and Regional Services 

Officer, Chief Operating Officer, and Chief Planning and Innovation Officer) is responsible for
providing operational input and reviewing proposed changes to the Classification Salary Range
table and Special Compensation table.

• The Director of Organization Effectiveness is responsible for overseeing actions and activities
related to obtaining Board approval of the Classification Salary Range table and Special
Compensation table.

• The Manager of Human Resources is responsible for maintaining the Classification Salary Range
table and Special Compensation table in accordance with applicable agency policies.

Acknowledgement 

By signing below, I confirm I have reviewed the Classification Salary Range table and Special
Compensation table procedure guide developed and maintained by Human Resources and understand
my role and responsibility with respect to preparing and presenting the Classification Salary Range table
and Special Compensation table to the Board of Directors.

Position:

0 Executive Director

0 Chief Operating Officer

0 Chief Capital Programs and Regional Services Officer

0 Chief Planning and Innovation Officer

�irector of Organization Effectiveness 0 Manager of Human Resources

Name: MJ1sSW-Fttlt Date�Jj 

Classification Salary Range and Special Compensation Tables
Human Resources Program Management Guide 4
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Acknowledgement: 
Classification Salary Range and Special Compensation Tables 

On an annual basis, the employees holding the positions shown in bold text below and who are 
responsible for preparation and presentation of the Classification Salary Range table and Special 
Compensation table to the SAN DAG Board of Directors, shall review and acknowledge their understanding 
of the related policies and procedures. Completed acknowledgement forms shall be maintained by the 
Manager of Human Resources. 

Positions and Responsibilities 

• The Executive Director is responsible for establishing administrative rules and regulations for
agency personnel functions. (SAN DAG Bylaws; SAN DAG Board Policy 077: Delegation of Authority).
and for approving staff's proposed changes to the Classification Salary Range table and Special
Compensation table and seeking Board approval.

• The Senior Leadership Team (including the Chief Capital Programs and Regional Services

Officer, Chief Operating Officer, and Chief Planning and Innovation Officer) is responsible for
providing operational input and reviewing proposed changes to the Classification Salary Range
table and Special Compensation table.

• The Director of Organization Effectiveness is responsible for overseeing actions and activities
related to obtaining Board approval of the Classification Salary Range table and Special
Compensation table.

The Manager of Human Resources is responsible for maintaining the Classification Salary Range
table and Special Compensation table in accordance with applicable agency policies.

Acknowledgement 

By signing below, I confirm I have reviewed the Classification Salary Range table and Special 
Compensation table procedure guide developed and maintained by Human Resources and understand 
my role and responsibility with respect to preparing and presenting the Classification Salary Range table 
and Special Compensation table to the Board of Directors. 

Position: 

0 Executive Director 

0 Chief Operating Officer 

0 Chief Capital Programs and Regional Services Officer 

0 Chief Planning and Innovation Officer 

0 Director of Organization Effectiveness l.0"'Manager of Human Resources 

Classification Salary Range and Special Compensation Tables 
Human Resources Program Management Guide 4
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I. Introduction

CPS HR Consulting (CPS HR) was retained by the San Diego Association of Governments (SANDAG) to conduct a 

salary range study for (42) benchmark classifications. The study's objective was to determine and evaluate the 

competitiveness of the SANDAG’s salary ranges relative to other public agencies and, to the extent possible, the 

private sector. In addition, this study is meant to assist SANDAG in determining appropriate salary ranges for 

SANDAG positions in order to achieve ‘market’ pay rates and help enable SANDAG to be on course to becoming a 

‘market leader’ in the industry. Further, the salary range study is helping to identify changes to the SANDAG salary 

structure that will strengthen program administration. To achieve this, a labor market of (15) labor market 

agencies were identified but only (14) agencies responded, and base salary data was collected and analyzed.  

In addition, CPS HR used data from the Economic Research Institute (ERI) to provide an indication of what the 

private sector pays for positions that are similar to those at SANDAG. ERI compiles robust salary, cost of living, 

and other supporting information with updated market data for more than 1,100 industry sectors and includes a 

blend of private sector and public agency data. CPS HR looked at various elements of a job to determine if it is an 

appropriate comparison to the SANDAG job before capturing any salary range data. Typical factors include scope 

and complexity of job responsibilities, education requirements and credentials, minimum years of experience, 

reporting relationships, and more. Jobs are not compared by simply looking at job titles. 

This salary range study report contains the project scope and work plan, describes the methodologies utilized in 

data collection and analysis and provides results for all survey classifications. The data for this report was collected 

from December 2020 through February 2021.  For consistency in labor market comparisons, all labor market salary 

data is represented as of December 1, 2020.   

SANDAG’s classification-specific results are summarized in Section IV of this report. Survey results for each 

individual benchmark classification are presented in Appendix A.   

SANDAG Compensation Program Goals 

◼ To pay all employees fairly, while balancing a wide variety of important internal and external factors

aligned to our priorities and culture as an organization.

◼ To ensure pay equity among employees who are assigned similar types of work while considering factors

such as experience, qualifications, and performance on the job.

◼ To establish and maintain a pay structure that is competitive with the market, with the market broadly

defined to include other public agencies as well as the private sector.

◼ To create strong links between pay and performance and providing rewards to employees that are

commensurate with their contributions and impact on the organization.

◼ To reward demonstration of agency values such as inclusion, collaboration and innovation, and

professional growth and development.

◼ To make compensation decisions in a transparent and consistent manner, which can be understood by

employees.

◼ It is important to note that, this salary range study is just one of the several activities SANDAG has planned

or is underway that is intended to strengthen the overall compensation program.
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II. Project Scope and Work Plan

To complete the salary range study, CPS HR completed the following tasks: 

◼ Internal Project Team Kick-off Meeting-November 5, 2020.

◼ Executive Team Kick-off Meeting-November 19, 2020.

◼ All Hands Employee Meeting(s)-December 3, 2020, and May 6, 2021.

◼ Reviewed SANDAG’s background materials, including classification specifications, salary schedules,

position control documents, policies, MOUs, and organization charts.

◼ CPS HR developed a data collection method and online survey instrument.

◼ Provided information regarding possible labor market agencies.

◼ Received confirmation from SANDAG regarding (15) labor market agencies and (42) benchmark

classifications to be surveyed on December 2, 2020.

◼ CPS HR staff met with Directors (Ray Major, Chief Data Analytics Officer/Chief Economist, James

Dreisbach-Towle, Director of Business Information & Technology Services, and Irene McCormack,

Director of Strategic Communications, and various department Managers) to learn more about their

departments, recruiting challenges, current classifications, new proposed classifications, departmental

structure, and new revisions to classification specifications-December 7-11, 2020.

◼ CPS HR determined that the most expeditious way of obtaining data was to gather as much information

as possible from online sources and then follow up with the surveyed agency to validate data and

complete missing information.

◼ Researched salary data from the respective labor market agencies, including salary schedules,

classification specifications, budgets, MOUs, and position control documents where available. CPS HR

followed through with agencies to request further information or clarification on job matching.

◼ Prepared and sent a job matching review spreadsheet with rationale for job matches to SANDAG on

February 19, 2021, for review and feedback. CPS HR addressed feedback regarding the job matches and

made some revisions to the job matches. CPS HR sent a revised job matching review summary to SANDAG

on March 13, 2021.

◼ Conducted a salary survey for benchmark classifications using the Economic Research Institute (ERI) to

survey a blend of private sector and public agency data. Provided SANDAG with an ERI salary survey

summary, including individual job summaries on March 3, 2021.

◼ Prepared and sent a salary survey summary and individual salary survey datasheets for each individual

benchmark to SANDAG on March 15, 2021, for review and feedback.

◼ As part of the current Salary Range Study, CPS HR was asked to make recommendations about the design

of the agency’s overall salary structure (the number of salary ranges, the width of the ranges, the

separation between ranges, and which positions are assigned to each range based on market data and

factors like the complexity of the role, scope of responsibilities, impact to the agency’s work program,

etc.). These recommendations will be included in the final report.
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◼ CPS HR will also recommend pay practices (how starting salaries are set, how merit and promotional

increases are determined, how equity is maintained, etc.) that support the agency’s market-leader

compensation goal. These recommendations should help to strengthen SANDAG’s compensation

program. These recommendations will be included in the final report.

◼ CPS HR submitted a draft report to SANDAG on May 10, 2021 for client review and feedback.

◼ CPS HR submitted a final report on June 25, 2021.

III. Salary Range Study Parameters

The first step in conducting a base salary range survey is to determine the basic parameters for the survey.  These 

parameters included: 

◼ Confirmation of the labor market position

◼ Identifying (15) labor market agencies (comparable public agencies)

◼ Surveying (42) benchmark classifications

◼ Survey scope

Labor Market Position 

CPS HR provides a labor market data analysis based on the median of the market. The labor market median, which 

is described as the “middle” of the market, is the data point at which half of the complete range of data (excluding 

SANDAG’s data) is higher, and half of the complete range of data (excluding SANDAG’s data) is lower. The median 

is a common market position, particularly in smaller data sets, because the data is less likely to be skewed by high 

and low payers in the market. There are three labor market positions: lead the market, meet the market, and lag 

the market. Leading the market is aligning your pay parameters and positions your pay parameters higher than 

the market (i.e., 60th percentile or 70th percentile); Lagging the market would be positioning your pay parameters 

below the market (i.e., 40th percentile); Meeting the market is positioning your pay parameters at the median of 

the market. 

Labor Market Agencies 

SANDAG identified the following (15) labor market agencies for the study presented below. 

1. Alameda Contra Costa Transit District

2. Cal Trans

3. City of San Diego

4. County of San Diego

5. Los Angeles Metropolitan Transportation Authority

6. Metropolitan Transportation Commission

7. Metropolitan Transit System (MTS)*
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8. North County Transit District

9. Orange County Transportation Authority

10. Port of San Diego

11. Sacramento Area Council of Governments

12. San Diego County Regional Airport Authority

13. San Diego County Water Authority

14. Santa Clara Valley Transportation Authority

15. Southern California Association of Governments

* Metropolitan Transit System (MTS) was an identified labor market agency but did not respond to the survey.

Benchmark Classifications 

SANDAG identified the (42) benchmark classifications for the study as presented below, and summary descriptions 

for each were based on the current classification specifications provided and approved by SANDAG. 

Approximately half of SANDAG’s full-time employees fall into the identified benchmark classifications that were 

selected in this study. CPS HR’s whole job analysis methodology is described below and outlines all allocation 

factors considered when job matching. 

◼ Accountant Associate
◼ Accounting Specialist III
◼ Business Analyst Associate

◼ Chief Financial Officer
◼ Chief Operations Officer

◼ Communications Manager
◼ Contracts and Procurement Analyst Associate

◼ Customer Service Representative
◼ Customer Service Supervisor
◼ Deputy General Counsel

◼ Document Processing Specialist III
◼ Engineer Associate

◼ Engineering and Construction, Director II
◼ Finance Manager
◼ Graphic Designer Associate
◼ Human Resources Analyst Associate
◼ Information Systems Analyst Associate
◼ Information Systems Manager
◼ Landscape Maintenance Technician
◼ Manager of Contracts and Procurement
◼ Manager of Regional Models
◼ Office Services Specialist III
◼ Principal Engineer
◼ Principal Regional Planner

◼ Programmer Analyst Associate
◼ Public Communications Officer Associate
◼ Regional Planner Associate
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◼ Regional Planning, Director II
◼ Research Analyst Associate
◼ Senior Business Analyst
◼ Senior Contracts and Procurement Analyst
◼ Senior Data Scientist*
◼ Senior Engineer
◼ Senior Executive Assistant
◼ Senior GIS Analyst
◼ Senior Information Systems Analyst

◼ Senior Programmer Analyst
◼ Senior Regional Planner
◼ Senior Research Analyst
◼ Senior Researcher and Modeler
◼ Senior Software Engineer*
◼ Strategic Communications, Director II

*Denotes the new proposed classification.

Survey Data Collection Scope 

Comparable Classifications – Classification Matching 

When conducting a salary range survey, the intent is to provide general market trends by comparing the span of 

control, duties and responsibilities, knowledge, skill, and ability requirements to determine whether these are 

comparable enough to utilize as a match.  With a balanced labor market and the use of whole job analysis, it is 

reasonable to assume that while some matches will have slightly higher responsibilities and some matches will 

have slightly lower responsibilities, the overall scope of duties and responsibilities of the combined matches will 

be balanced. 

In the process of matching comparable classifications from other agencies, CPS HR does not only rely on 

classification specifications. CPS HR references position control documents, where available, to specifically identify 

which classification and level of classification perform the duties of SANDAG’s classification. This is particularly 

relevant to non-supervisory, non-management classifications where there are multi-level classifications within the 

series matched from the other agencies. In addition, budgets or other fiscal tools facilitating series progression 

through multiple levels may provide greater flexibility in the use of the classification structure that is evident in 

the content of the classification specification. To the extent possible, CPS HR identifies the operational use of a 

classification in determining whether it is a comparable job match. 

Comparable Classifications – Required Number of Comparable Classifications 

CPS HR’s best practice is to utilize benchmark positions that have at least a minimum of three (3) classification 

matches to be analyzed. In most studies, it is common to have some classes for which limited market data exists.  

There are many reasons a benchmark class may not have enough comparable data, including: 

◼ Differences in the delivery of services.

◼ Differences in the span of control.

◼ Differences in organizational structure.

◼ Differences in operational size.
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◼ The classification is not commonly found in other agencies.

◼ Agency does not provide that service.

◼ Agency has a comparable classification, but the classification is not being used.

Internal Equity Considerations – Insufficient Number of Comparable Classifications 

Because a compensation plan is developed through the analysis of external market data and internal relationships, 

the absence of sufficient labor market data for a particular classification does not mean that no salary 

recommendation can be developed since many salary recommendations are ultimately based upon internal equity 

with other classes. 

IV. Salary Range Survey Results

Compensation Results 

SANDAG’s overall position within the labor market is presented in salary datasheets reflected in Appendix A. 

A summary of the results included in Table 2 is described below. 

◼ Appendix A presents all study benchmark classification results.

Benchmark Comparable Classification Requirement 

A majority of the (42) benchmark classifications met the requirement of a minimum of (3) comparable matching 

classifications, except for (1) benchmark (Document Processing Specialist III) that came back with insufficient 

matches.  Since this benchmark did not have at least three matching classifications, it was placed within the pay 

structure based on the internal relationship between SANDAG jobs.  

Labor Market Response 

CPS HR was able to obtain data from all labor market agencies. Fourteen out of the (15) identified comparator 

agencies listed above participated in the study. Metropolitan Transit System (MTS) was an identified labor market 

agency, but they did not respond to the survey. 

Labor Market Position by Classification 

This section provides a summary of SANDAG’s position within the labor market by classification. Table 2 illustrates 

the following information for each classification.  

◼ The agency's classification title.

◼ The number of comparable classifications.

◼ The agency’s control points of monthly salary (minimum, midpoint, maximum) for the survey

classifications.

◼ The labor market median and mean of the control points which is calculated using the same control point

for each of the comparable classes; that range of data is then computed to provide the median or mean

amount.  The agency's salary is not included in the median and mean calculation.
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◼ The percentage of the agency's control points are above or below the median and mean of the labor

market; these numbers indicate what percentage of the Agencies salary is required to move it up or down

to the market median or mean.

Reporting Definitions 

The term “No Comparable Class” (NCC) is used if CPS HR did not find a comparable classification within an agency 

to a specific benchmark classification.  

The term “Data Not Available” (DNA) is used when CPS HR could not obtain the required data from an agency 

after numerous attempts.   
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Table 2: Agency Percent (%) Above/Below Labor Market Medians by Benchmark Classification 

*A positive variance means that the Labor Market salaries are higher than SANDAG’s salaries, and the agency would need to increase salaries by the

indicated percentage to reach the Labor Market. Conversely, a negative (-) variance indicates the percentage that SANDAG is above the Labor Market.

Classification Title 
# of 

Matches Base Salary
Min 

Base Salary 
Mid 

Base Salary 
Max 

Labor 
Market 

Base Salary 
Minimum 

Labor 
Market Base 

Salary 
Midpoint 

Labor Market 
Base Salary 
Maximum 

Market 
Variance from 

Min 

Market 
Variance 
from Mid 

Market 
Variance 
from Max 

Accountant Associate 14 $4,832.00 $6,161.00 $7,490.00 $6,449.57 $7,490.31 $8,308.88 33.48% 21.58% 10.93% 

Accounting Specialist III 12 $3,434.00 $4,378.50 $5,323.00 $4,535.68 $5,412.94 $5,792.87 32.08% 23.63% 8.83% 

Business Analyst Associate 13 $4,832.00 $6,161.00 $7,490.00 $5,149.00 $6,004.21 $7,120.53 6.56% -2.54% -4.93%

Chief Financial Officer 11 $14,008.00 $17,860.50 $21,713.00 
$17,000.0

0 
$20,497.54 $23,978.00 21.36% 14.76% 10.43% 

Chief Operations Officer 11 $15,409.00 $19,646.50 $23,884.00 
$15,685.3

3 
$19,288.55 $22,285.24 1.79% -1.82% -6.69%

Communications Manager 14 $7,497.00 $9,558.50 $11,620.00 $9,381.50 $11,194.61 $12,745.45 25.14% 17.12% 9.69% 

Contracts and Procurement 
Analyst Associate 

12 $4,832.00 $6,161.00 $7,490.00 $5,235.00 $6,315.82 $7,537.67 8.34% 2.51% 0.64% 

Customer Service Representative 11 $2,609.00 $3,326.50 $4,044.00 $3,893.06 $4,511.87 $5,309.20 49.22% 35.63% 31.29% 

Customer Service Supervisor 8 $3,786.00 $4,827.50 $5,869.00 $5,469.88 $6,879.61 $8,289.34 44.48% 42.51% 41.24% 

Deputy General Counsel 11 $10,525.00 $13,419.00 $16,313.00 
$13,071.0

8 
$16,124.43 $18,526.16 24.19% 20.16% 13.57% 

Document Processing Specialist III 1 $3,786.00 $4,827.50 $5,869.00 $3,682.50 $4,511.09 $5,339.67 -2.73% -6.55% -9.02%

Engineer Associate 9 $5,874.00 $7,489.00 $9,104.00 $7,392.67 $8,235.94 $9,079.20 25.85% 9.97% -0.27%

Engineering and Construction, 
Director II 

9 $12,735.00 $16,237.00 $19,739.00 
$10,892.5

8 
$14,261.00 $17,513.00 -14.47% -12.17% -11.28%

Finance Manager 14 $8,678.00 $11,064.50 $13,451.00 $8,840.30 $10,283.17 $12,428.08 1.87% -7.06% -7.60%

Graphic Designer Associate 10 $4,383.00 $5,588.50 $6,794.00 $5,119.64 $6,121.25 $7,122.87 16.81% 9.53% 4.84% 

Human Resources Analyst 
Associate 

14 $4,832.00 $6,161.00 $7,490.00 $5,878.14 $7,363.96 $8,185.09 21.65% 19.53% 9.28% 

Information Systems Analyst 
Associate 

11 $5,594.00 $7,132.50 $8,671.00 $6,352.50 $7,428.13 $8,885.07 13.56% 4.14% 2.47% 

Information Systems Manager 10 $7,872.00 $10,036.50 $12,201.00 $9,901.02 $12,184.94 $13,442.94 25.78% 21.41% 10.18% 

Landscape Maintenance 
Technician 

4 $2,609.00 $3,326.50 $4,044.00 $3,385.40 $3,694.38 $4,003.37 29.76% 11.06% -1.00%

Manager of Contracts and 
Procurement 

13 $8,678.00 $11,064.50 $13,451.00 $9,137.00 $11,299.39 $12,833.00 5.29% 2.12% -4.59%
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Classification Title 
# of 

Matches Base Salary
Min 

Base Salary 
Mid 

Base Salary 
Max 

Labor 
Market 

Base Salary 
Minimum 

Labor 
Market Base 

Salary 
Midpoint 

Labor Market 
Base Salary 
Maximum 

Market 
Variance from 

Min 

Market 
Variance 
from Mid 

Market 
Variance 
from Max 

Manager of Regional Models 5 $8,265.00 $10,538.00 $12,811.00 
$10,639.6

3 
$12,845.50 $15,083.87 28.73% 21.90% 17.74% 

Office Services Specialist III 10 $3,115.00 $3,971.50 $4,828.00 $3,803.81 $4,494.54 $5,185.27 22.11% 13.17% 7.40% 

Principal Engineer 9 $8,678.00 $11,064.50 $13,451.00 $9,661.20 $12,066.63 $14,109.33 11.33% 9.06% 4.89% 

Principal Regional Planner 8 $7,497.00 $9,558.50 $11,620.00 $8,481.20 $9,853.14 $11,473.80 13.13% 3.08% -1.26%

Programmer Analyst Associate 9 $6,168.00 $7,864.00 $9,560.00 $6,838.00 $8,053.93 $9,448.03 10.86% 2.42% -1.17%

Public Communications Officer 
Associate 

14 $4,832.00 $6,161.00 $7,490.00 $5,565.22 $7,086.56 $8,308.88 15.17% 15.02% 10.93% 

Regional Planner Associate 12 $5,328.00 $6,793.00 $8,258.00 $6,030.64 $6,963.23 $8,286.38 13.19% 2.51% 0.34% 

Regional Planning, Director II 8 $12,735.00 $16,237.00 $19,739.00 
$11,344.9

7 
$13,801.97 $17,100.17 -10.92% -15.00% -13.37%

Research Analyst Associate 8 $5,328.00 $6,793.00 $8,258.00 $6,337.85 $7,294.02 $8,186.03 18.95% 7.38% -0.87%

Senior Business Analyst 13 $6,476.00 $8,257.00 $10,038.00 $5,957.00 $7,405.67 $9,013.67 -8.01% -10.31% -10.20%

Senior Contracts and Procurement 
Analyst 

12 $6,168.00 $7,864.00 $9,560.00 $6,576.52 $7,972.48 $9,310.61 6.62% 1.38% -2.61%

Senior Data Scientist 5 N/A N/A N/A $7,141.34 $8,757.67 $10,374.00 N/A N/A N/A 

Senior Engineer 9 $7,497.00 $9,558.50 $11,620.00 $8,569.60 $9,650.34 $11,578.75 14.31% 0.96% -0.35%

Senior Executive Assistant 9 $5,328.00 $6,793.00 $8,258.00 $6,075.25 $7,034.33 $8,004.57 14.02% 3.55% -3.07%

Senior GIS Analyst 7 $6,476.00 $8,257.00 $10,038.00 $6,437.60 $7,800.01 $8,800.00 -0.59% -5.53% -12.33%

Senior Information Systems 
Analyst 

11 $6,800.00 $8,670.00 $10,540.00 $8,119.00 $9,499.50 $10,781.33 19.40% 9.57% 2.29% 

Senior Programmer Analyst 8 $7,140.00 $9,103.50 $11,067.00 $7,658.65 $9,191.70 $10,775.88 7.26% 0.97% -2.63%

Senior Regional Planner 10 $6,476.00 $8,257.00 $10,038.00 $7,048.54 $7,938.76 $9,385.41 8.84% -3.85% -6.50%

Senior Research Analyst 4 $6,476.00 $8,257.00 $10,038.00 $6,285.44 $7,676.50 $8,765.47 -2.94% -7.03% -12.68%

Senior Researcher and Modeler 5 $7,140.00 $9,103.50 $11,067.00 $7,893.00 $8,743.50 $9,594.00 10.55% -3.95% -13.31%

Senior Software Engineer 6 N/A N/A N/A $8,523.67 $9,937.19 $11,298.78 N/A N/A N/A 

Strategic Communications, 
Director II 

10 $12,735.00 $16,237.00 $19,739.00 
$13,900.0

4 
$17,209.06 $19,873.05 9.15% 5.99% 0.68% 
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Labor Market Position Agency Wide 

The percentage in the labor market varies based on whether the reference is the market mean (average) or market 

median (mid-point). The market median tends to be a more stable representation of trends in the market since it 

eliminates high and low payers, which can skew data and outcomes.  For this reason, CPS HR’s methodology is to 

use the market median and midpoint salary for compensation considerations and salary recommendations.   

When looking at a summary of the collected data was that there was no consistent theme in how SANDAG’s salary 

ranges compared to the market. 

◼ SANDAG is below the labor market median or 50% percentile for about half or (29) benchmark

classifications and of those (19) benchmark classifications are over 5% below the market median,

meaning SANDAG’s current salary ranges are lower (public sector = 19/42; ERI = 22/42).

◼ Some benchmarks were found to be “at market” meaning the existing SANDAG salary ranges are

similar to what the market is paying (public sector = 16/42; ERI = 9/42).

◼ Some benchmarks were “above market” – meaning SANDAG’s current rates are higher than what

other organizations are paying (public sector= 7/42; ERI = 5/42).

V. Recommendations

CPS HR has provided salary range and pay equity recommendations for the benchmark classifications in 

Appendix B based on the labor market median. CPS HR has also identified misalignments and proposed grade 

changes to maintain the proper internal relationships between classification levels. When salary compaction 

is identified, internal equity is factored into a pay grade recommendation, and CPS HR proposed an 

appropriate pay grade regardless of the labor market findings.  

Using the market (midpoint) calculation, each benchmark was assigned to a salary range. After all (42) 

benchmarks were assigned to a salary range, SANDAG then looked at the remaining positions in the job family 

for the benchmarks and determined appropriate salary ranges. Part of the process for determining range 

assignments for positions in a job family is to make sure there is appropriate range separation between levels 

of positions (e.g., the number of salary ranges between different positions). Depending on levels of positions 

and market pay rates, the differences between levels of positions in a job family fell anywhere from 10% to 

30%. After the benchmarked positions and their job families were assigned to ranges, SANDAG then 

considered all the remaining positions (to be allocated to the appropriate salary ranges). Collaboratively, CPS 

HR and SANDAG reviewed how positions have been traditionally “grouped” together, based on factors such 

as complexity of the work, the scope of responsibilities, impact to the agency’s work program, etc., to 

determine if changes were warranted. 

In some cases, positions have been reallocated to higher-level salary ranges to follow the market data for one 

of the benchmarks. 

o For example, CPS HR did not benchmark the Associate Marketing Analyst. However, because the

complexity, responsibilities, etc., are like those of the Associate Public Communications Officer, this

position was allocated to the same range.
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In some cases, positions have been reallocated to higher-level salary ranges to reflect newer levels of 

complexity and responsibility relative to the agency’s work program. 

o For example, the positions in the Government Relations job family have been aligned to those in the

Regional Planner job family.

CPS HR suggested that SANDAG consider using both public sector and ERI (private sector) data when calculating 

the average or median pay rate for each of the benchmarks.  CPS HR used a “weighted” approach to give more 

‘credit’ for public sector pay rates vs. ERI pay rates – depending on where SANDAG gains or loses talent. See below 

for additional information related to the salary range recommendations and proposed salary range table: 

◼ An 80%/20% mix was used for all benchmarks, with 80% representing the source of talent.

◼ For positions typically recruited from or lost to the public sector, public sector data weighted more

heavily.

◼ For positions typically recruited from or lost to the private sector, ERI data was weighted more heavily.

◼ These calculations resulted in a market mid-point for each benchmark, which was then used to

determine the appropriate salary range.

◼ CPS HR recommended initial weightings that were discussed with SANDAG and adjusted based on

SANDAG’s recruitment/turnover experience. By using this method, it is a sound and reliable

methodology for public agencies wanting to acknowledge the labor market is wider than just the

public sector.

◼ Recommendations for the FY 2022 Salary Range Table include structural changes to the salary ranges

at levels 101 through 110. These include establishing 5% differences between mid-points, consistent

with the rest of the table, as well as establishing a 45% range spread (the difference between the

minimum and maximum of the range); all other salary ranges have a 55% range spread. The 45% range

spread is more appropriate for administrative and operational positions and has the effect of

increasing the range minimum.

◼ The existing salary range table has been updated to reflect the new salary range structure

recommended by CPS HR; changes include:

o Renaming of the Class Numbers (from 101 to 143).

o Establishing the structure by using $15/hour as the starting point for the range minimum for Class

No. 101.

o Retaining a range separation of 5% (that is, 5% between the mid-points of each range).

o Establishing a 45% range spread through Class No. 110, and a 55% range spread for all other levels

(referred to as a fan design).

o Salary range allocations for roles within the job family for benchmarked positions have been

proposed by SANDAG staff.

o Salary range allocations for roles similarly valued internally to the benchmarked positions have

been proposed by SANDAG staff.

Implementation of Program 

Implementation of salary recommendations is dependent on further discussion internally by SANDAG about the 

agency’s financial climate and the sustainability of salary increases. Some factors to consider are compounded 

labor costs associated with benefits plans and employer contributions, the initial placement of employees within 
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revised salary ranges, a written policy for movement of employees through the salary ranges over time (e.g., 

annual performance evaluations and percentage of increase), and overall fiscal impact of implementation today 

and in the future. 

SANDAG will be better positioned to consider an implementation strategy based on the salary range study results 

reflected in this report.  

With respect to the implementation of a pay program, we believe it is important to consider the impact of salary 

range changes both on SANDAG’s financial resources and the well-being of employees. In order to ease the burden 

on both, we suggest the following:  

• SANDAG should consider an implementation plan which extends over a reasonable period of time for

those employees whose pay rates are found to be significantly below the labor market. It is quite

common for public sector organizations to consider an implementation period of a few years in order

to ease the financial burden in any given year. This requires agreeing on a plan based on the priority

level of classifications that are lagging in the labor market based on the results of this study.

• The second step would be reviewing the employee’s pay rates that are significantly below the labor

market and addressing these in the future budget cycles.

• It is recommended that no employee be reduced in pay as a result of the salary range study. Our

recommendations typically do not place classes at lower pay levels, even in cases where the market

survey suggests differently. CPS HR can discuss approaches for lowering an employees pay if that is

SANDAG management’s objective.

Comparison between this Salary Range Study and those CPS HR has done previously on behalf of 

SANDAG? 

• Greater emphasis was placed on recognizing both public agencies and the private sector as SANDAG’s

market. For the first time, SANDAG fully incorporated ERI private sector data into the calculation of

market pay rates and subsequently into the salary ranges for our positions.

• The methodology for gathering data was similar to past studies. However, a new process to determine

the ‘market rate’ for each benchmark was used.

• Rather than taking a ‘blanket’ approach to salary range increases, each position has been considered

and aligned to market rates.

• To demonstrate “transparency” and “openness,” more information was shared with employees as the

study got underway with an All Hands Meeting and presentation by CPS HR to employees in December

2020, and again in May 2021 to share the results, recommendations and to address employee’s

questions.

57 74



VI. Next Steps

This salary range study report provides detailed information concerning the scope of the project, the methodology 

used to complete the salary range study, as well as the results of the study, which show where SANDAG is 

positioned in comparison to the labor market. SANDAG should consider its competitive position in the labor 

market and the ability to recruit, retain, and reward employees now and in the future.  

There has been considerable time and effort invested in determining the relative value of each benchmark and 

the total number of classifications in the overall SANDAG salary structure. We suggest that this program be 

continued and maintained on a regular basis. CPS HR suggests that SANDAG conduct a review of the overall 

classification structure, individual position allocations and update classification specifications on a regular basis at 

least every (5) years. In addition, CPS HR recommends that a comprehensive salary survey be conducted every (3) 

to (5) years. 

As a follow-up to the salary range study, CPS HR will help SANDAG update the tools and processes used to evaluate 

employee pay rates for both market and internal equity and assist with preparing recommendations for pay 

adjustments for individual employees, for management’s consideration, to make progress toward achieving pay 

equity. 

Should you require any further information or have questions and comments with respect to this report, please 

do not hesitate to contact Suzanne Ansari at sansari@cpshr.us. 
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Appendix A: Individual Benchmark Datasheets
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Audit Committee Item: 6B 
September 24, 2021  

Salaries and Compensation Audit Corrective Action Plan 
Reporting Results 

Overview 

In November 2020, the Board of Directors at the 
recommendation of the Audit Committee, approved a 
Corrective Action Plan (CAP) to address audit 
recommendations relating to the Salaries and 
Compensation Compliance Audit conducted by the 
Office of the Independent Performance Auditor. As part 
of OIPA’s roles and responsibilities include quarterly 
reviews of all CAP’s that resulted from an audit or 
review performed by the OIPA.  

Key Considerations 

The CAP includes actions that management are to undertake in response to the recommendations noted in 
the audit. The OIPA’s responsibility is to review the CAP on a quarterly basis for actions that are due based on 
time commitments provided by management at the time the CAP was approved in November 2020 and 
perform a review of the actions taken. The review consists of vouching that the time commitment was 
accomplished, the outputs or outcomes (e.g., policies, procedures, tracking sheets, system controls, or other 
tangible outputs) are reviewed and findings are addressed. Enclosed please find the report that details the 
CAP action steps and OIPA’s testing results for the 11 action items due this quarter.  

Next Step 

The OIPA will continue to work with Management proactively and collaboratively as the CAP items are 
completed. The next quarterly review for this CAP is due on September 30, 2021, with the results reported to 
the Audit Committee on the November meeting. This report will be presented to the Board of Directors in 
October and posted to the OIPA website.  

 
 
 

Mary Khoshmashrab, Independent Performance Auditor 

Key Staff Contact:  Mary Khoshmashrab, (619) 595-5323, mary.khoshmashrab@sandag.org 

Attachment: 1. Corrective Action Report Results - 11 items as of June 30, 2021 

Action: Information  
The Audit Committee is asked to comment on 
the progress and testing results of the CAP 
actions that have been taken this quarter.  

Fiscal Impact: 

None. 

Schedule/Scope Impact: 
FY 2022 
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THE OFFICE OF THE INDEPENDENT PERFORMANCE AUDITOR 

September 24, 2021 

Chair Zito, 
SANDAG Audit Committee 

Dear Chair Zito: 

Subject: Testing Results on Corrective Action Plan – Salary and Compensation 
Performance and Compliance Audit Items due as of June 30, 2021  

Background 
The SANDAG Office of the Independent Performance Auditor (OIPA) completed a Salaries and 
Compensation Performance and Compliance Audit (audit) in August 2020. In November 2020, the 
Board of Directors at the recommendation of the Audit Committee, approved a Corrective Action 
Plan (CAP) to address audit recommendations relating to the Salaries and Compensation Compliance 
Audit conducted by the Office of the Independent Performance Auditor. As part of the OIPA’s roles 
and responsibilities, quarterly reviews are performed on all CAP’s that resulted in an audit finding. 

Objective 
The objective of this review on 11 items this quarter is to ensure that the Corrective Action Plan 
items approved  by the Board of Directors have been implemented and are consistently followed 
and to ensure that the finding identified in the audit has been corrected.  

As stated by Management, 10 actions from the CAP were due to be completed in the second quarter 
of 2021 with an additional one item that was completed early. All eleven including Action IV.1 – 
Board approval of a Special Compensation policy that was postponed has been completed. 
However, additional testing for one item will be performed in October and again in December 
regarding supporting documentation on salary increases and lump sum performance bonuses. Two 
reviews will be performed, the first will be on FY21 salary and lump sum performance bonuses and 
the next once FY22 salary adjustments have been completed.   

The Corrective Action Plan includes actions that management are to undertake in response to 
the recommendations noted in the audit. The OIPA’s responsibility is to review the CAP on a 
quarterly basis for actions that are due based on time commitments that were provided by 
management on the CAP that was approved in November 2020.  

The review consists of applying the following actions: 
1. Vouching that the time commitment was accomplished.
2. Testing the outcomes/ outputs (e.g. policies, procedures, tracking sheets, system controls, or

other tangible outputs) exists, are reviewed and to ensure that the matter addresses specific
findings and the related causes and effects; and

3. that testing is performed on items to ensure that the actions have been successfully
implemented, enforced, are sufficiently documented, and that it has corrected the matter in an

Attachment 1
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Chair Zito 
SANDAG Audit Committee 
CAP Update 11 Items as of June 30, 2021 
September 24, 2021 

AN EMPHASIS ON ACCOUNTABILITY AND TRANSPARENCY 
Page 2 of 6 

efficient and effective manner. 

It is important to note that testing on a quarterly basis is not the only involvement the OIPA has in 
the implementation of the CAP and board approved action items. The OIPA and Management are 
working proactively and collaboratively on a continuous basis to ensure the success of the CAP 
implementation.  

This review of 11 action items was conducted in accordance with attestation standards established 
by the American Institute of Certified Public Accountants.  

This Agreed Upon Procedures does not constitute an audit, and we do not express an opinion on 
the specified elements, accounts, or items. In addition, we have no obligation to perform any 
procedures beyond those listed in the report that were designed to address the action items. 
request. 

Action Items and Results 
The procedures performed and the results are as follows: 

Action Item I: 
Recommendation I. To ensure that SANDAG’s Board properly governs and develops a system of 
internal controls over salaries, compensation, and benefits: 

I.1. Update Bylaws and Board Policy No. 017 (Delegation of Authority) to define the Executive
Director’s scope of responsibility regarding creating and maintaining the SANDAG Employee
Handbook. Due 6/30/2021

OIPA Results – Reviewed the SANDAG Bylaws in referenced section to ensure the Executive Directors 
scope of responsibility includes the ability to make changes to the SANDAG Employee Handbook 
without Board approval but provided to the Board on an annual basis. Item sufficiently completed 
and matter closed.  

I.2. Update Bylaws and Board policies to document the relationship between the Bylaws, Board
policies, and Employee Handbook, and clarify the Executive Director’s responsibilities regarding
personnel administration. Due 6/30/2021

OIPA Results – Auditors reviewed SANDAG’s revised Board Policy No. 017 that was approved by the 
Board on June 11, 2021 to verify that appropriate language has been added that provides the 
Executive Director delegated authority regarding various personnel actions without gaining board 
approval. Also, the auditor verified that there is sufficient language linking Bylaws to Board Policy 
and to the Employee Handbook as it relates to personnel matters. Furthermore, the auditors verified 
that on June 25, 2021, Agenda Item 14A, the Board ratified the employment decisions made by the 
Executive Director regarding salary increases and promotions that were subject to the audit. Item 
sufficiently completed and matter closed.  
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Chair Zito 
SANDAG Audit Committee 
CAP Update 11 Items as of June 30, 2021 
September 24, 2021 

AN EMPHASIS ON ACCOUNTABILITY AND TRANSPARENCY 
Page 3 of 6 

Action Item II: 
Recommendation II. To ensure that management cannot approve termination payments that exceed 
the amounts set forth in Board policies and rules and regulations: 

II.2. Develop an administrative policy related to separation/ termination pay; Update Bylaws and
Board policies pertaining to setting and reporting any future severance payments to the Board. Due
6/30/2021

OIPA Results – Auditors reviewed SANDAG’s revised Board Policy No. 017 and SANDAG Bylaws that 
were approved by the Board on June 11, 2021 to verify that appropriate language has been added 
that provides the Executive Director delegated authority regarding various personnel actions without 
gaining board approval. Item sufficiently completed and matter closed.  

Action Item III: 
Recommendation III. To ensure that management and Board members cannot approve salary 
increases and large dollar payouts without justification: 

III.3. Update Bylaws and Board policies to clarify the authority of Board leadership, as well as
reporting protocol, for actions related to compensation. Due 6/30/2021.

OIPA Results – Auditors reviewed SANDAG’s revised Board Policy No. 001 Section 3.1.15 that was 
approved by the Board on June 11, 2021 to verify that appropriate language has been added that 
provides, with written concurrence by the Chair and Vice Chair, the ability to address time sensitive 
matters, when due diligence has been exercised to gain a quorum with the Executive Committee, for 
the Chair to act on behalf of the Executive Committee. The Chair must report the action taken on at 
the next Committee meeting. Item sufficiently completed and matter closed.  

Action Item IV:  
Recommendation IV. To ensure that SANDAG’s Board is properly informed of SANDAG business and 
information is presented clearly, accurately, and timely: 

IV.1. Seek Board approval of a resolution defining special compensation; Update the Employee
Handbook regarding items of special compensation. Org Due 2/28/2021 Postponed 6/30/2021

OIPA Results – Auditors reviewed SANDAG’s FY 2022 Special Compensation Table that was approved 
by the Board on May 14, 2021 to verify that language had been included regarding conditions for 
Lump Sum Merit Pay and treatment under CalPERS. Furthermore, auditors reviewed SANDAG’s 
Employee Handbook that was approved by the Board on June 11, 2021 to determine if appropriate 
language had been included regarding Special Compensation, specifically Section 6.10 and 7.13. 
Moreover, the auditors verified that the policy was posted on the SANDAG website and on the 
SANDAG employee Intranet site. Item partly and sufficiently completed. Additional testing will be 
performed in October (FY21) and December (FY22) and reported to the Audit Committee and Board 
of Directors.   

Additional Testing: Testing will consist of data analytics that compare actual percentages of ALL 
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Chair Zito 
SANDAG Audit Committee 
CAP Update 11 Items as of June 30, 2021 
September 24, 2021 

AN EMPHASIS ON ACCOUNTABILITY AND TRANSPARENCY 
Page 4 of 6 

employee’s salary increases and lump sum performance bonuses to determine if percentage increases 
are consistent and within reasonable ranges. Additionally, random and judgmental sampling will be 
performed to ensure that sufficient documentation exists to justify salary adjustments, lump sum 
bonuses, and for employee that did not receive adjustments.  

IV.2. Develop an administrative policy related to approval of salary range and special compensation
tables by the Board. Due 6/30/2021

OIPA Results – Auditors reviewed the Special Compensation Policy that includes language based on 
guidance provided by CalPERS. According to SANDAG Management the Special Compensation Policy 
is not required to be separately agendized and therefore may be included as part of the Annual 
Proposed Budget and Final Budget Approval process. Also, auditors reviewed the provided 
Acknowledgements forms that were signed by the Executive Director, Senior Executive Team, and 
Manager of Human Resources that confirms their understanding of the Special Compensation Policy. 
Item sufficiently completed and matter closed.   

IV.3. Strengthen practices related to budgeting, reporting, and communication of salary and benefits
information to the Board. Due 6/30/2021

OIPA Results – Auditors reviewed two excel files of data provided by management titled FY2022 
Budget- Cost of Compensation Adjustment Pools- April 21 and Final FY2022 Budget – Personnel Cost 
Summary – With HR Notes- April 21, and referenced oral presentation made to the Board on March 
26 that provided additional and sufficient detail.  

The documents address the CAP items and resolves the open item, however the OIPA recommends a 
more user-friendly methodology that may include a simplified flowchart of all employees and where 
they fit in the organization, by title and/or salary. Additional color coating can be provided that shows 
a continued and permanent position (FT/PT/LT) and newly added or proposed positions and where 
these positions would reside should the Board approve. This provides transparency, is easy to follow, 
and does not get lost in translation of dollars, benefits, and related percentages and risk 
overwhelming members with limited staff. Lastly, for future reference, auditors recommend that 
SANDAG Management provide written documentation that supports oral presentations that are 
presented to the Board. Item sufficiently completed and matter closed with an OIPA 
recommendation.  

OIPA Follow-up Recommendation: OIPA extends an invitation to management to provide 
guidance in creating a more user-friendly document to present to the board. A dashboard type 
document to add as a summary that compliments the detail that SANDAG Management successfully 
provided.  

IV.4. Strengthen practices related to preparation and communication of the annual compensation
adjustment pool recommended to the Board. Due 6/30/2021

OIPA Results – Similar to IV.3, auditors reviewed two excel files of data provided by management 
titled FY2022 Budget- Cost of Compensation Adjustment Pools- April21 and Final FY2022 Budget – 
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Chair Zito 
SANDAG Audit Committee 
CAP Update 11 Items as of June 30, 2021 
September 24, 2021 

AN EMPHASIS ON ACCOUNTABILITY AND TRANSPARENCY 
Page 5 of 6 

Personnel Cost Summary – With HR Notes- April 21, Item 14, Attachment 8 and Item 12, Attachment 
4 of the March 26 and May 14 Board Agenda that provided additional support and sufficient detail.  

The documents address the CAP items and resolves the open item, however the OIPA recommends a 
more user-friendly methodology that might include a simplified flowchart of all employees and 
where they fit in the organization, by title and/or salary. Additional color coating can be provided 
that shows a continued and permanent position (FT/PT/LT) and newly added or proposed positions 
and where these positions would reside should the Board approve. This provides transparency, easy 
to follow, and does not get lost in translation of dollars, benefits, and related percentages and risk 
overwhelming members with limited staff. Lastly, for future reference, auditors recommend that 
SANDAG Management provide written documentation that supports oral presentations that are 
presented to the Board. Item sufficiently completed and matter closed with an OIPA 
recommendation. 

OIPA Follow-up Recommendation: OIPA extends an invitation to management to provide 
guidance in creating a more user-friendly document to present to the board. A dashboard type 
document to add as a summary that compliments the detail that SANDAG Management successfully 
provided.  

IV.6. Employee acknowledgement of an administrative policy related to approval of salary range and
special compensation tables by the Board (Action IV.2).

OIPA Results – Auditors reviewed the Special Compensation Policy that includes language based on 
guidance provided by CalPERS. According to SANDAG Management the Special Compensation Policy 
is not required to be separately agendized and therefore may be included as part of the Annual 
Proposed Budget and Final Budget Approval process. Also, auditors reviewed the provided 
Acknowledgements forms that were signed by the Executive Director, Senior Executive Team, and 
Manager of Human Resources that confirms their understanding of the Special Compensation Policy. 
Item sufficiently completed and matter closed.  It should be noted that SANDAG management 
successfully accomplished this task six months early. 

Action Item VI: 
Recommendation VI. To ensure adequate controls over approvals over performance incentives and 
special compensation: 

VI.1. Present a special compensation table to the Board for approval.

OIPA Results – Similar to item IV.1 support provided to the auditor consisted of the same documents. 
Auditors reviewed SANDAG’s FY 2022 Special Compensation Table that was approved by the Board 
on May 14, 2021 to verify that language had been included regarding conditions for Lump Sum Merit 
Pay and treatment under CalPERS. Furthermore, auditors reviewed SANDAG’s Employee Handbook 
that was approved by the Board on June 11, 2021 to determine if appropriate language had been 
included regarding Special Compensation, specifically Section 6.10 and 7.13. Item sufficiently 
completed and matter closed. 
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September 24, 2021 
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Action Item VIII: 
Recommendation VIII. To ensure justification and approval of number of executive team members 
and associated salaries: 

VIII.4. Complete a salary range study to determine market rates for agency benchmark positions,
including newly defined management positions.

OIPA Results – Auditors reviewed the Salary Range Study Report that was performed by CPS HR 
Consulting and determined that the report appears to be sufficient and includes a large range of 
SANDAG positions. However, auditors cannot attest to the accuracy or completeness of the survey, as 
the survey content provided, including the selected agencies used as comparable public agencies and 
the data presented were not reviewed or audited. However, auditors did review the completed report 
and determined that the flow of information and the methodology applied was sufficient. Item 
sufficiently completed and matter closed.  

The OIPA would like to thank the Executive Director, Hasan Ikhrata and SANDAG management and 
staff for their professionalism, responsiveness, and cooperation during this inquiry. 

If you have additional questions, please contact me at (619) 595-5323 or 
mary.khoshmashrab@sandag.org. 

Respectfully, 

MARY E. KHOSHMASHRAB, MSBA, CPA 
Independent Performance Auditor 
Office of the Independent Performance Auditor 
SANDAG 

cc: Members of the Board of Directors (SANDAG) 
Members of the Audit Committee (SANDAG) 
Hasan Ikhrata, Executive Director (SANDAG) 
Jhon Kirk General Counsel (SANDAG)  
Andre Douzdjian Chief Financial Officer  
Senior Executive Team (SANDAG) 
Rachel Nycholat Manager Human Resources 
OIPA Files 

  OIPA website  
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Audit Committee Item: 7 
September 24, 2021 

Matters to be Communicated in Accordance with Auditing 
Standards 

Overview 
The independent certified public accounting firm of 
Crowe LLP will perform the SANDAG annual financial 
audit for the fiscal year ending June 30, 2021 (FY 2021). 
Professional auditing standards require that as part of an 
audit, and in compliance with the Statement of Auditing 
Standards (SAS) No. 114, the auditor is required to 
communicate certain matters to the governing body. 

Discussion 
Crowe LLP has provided a SAS 114 letter  
(Attachment 1), which includes certain matters related 
to the financial statements of SANDAG and its related 
entities. SANDAG related entities include two blended 
component units: San Diego County Regional 
Transportation Commission and SourcePoint; and the 
Automated Regional Justice Information System, a 
discretely presented component unit.  

The principal purpose of this requirement is to clearly communicate responsibilities of the auditor in relation 
to the financial statement audit, provide an overview of the scope and timing of the audit, to obtain 
information relevant to the audit, and to provide timely observations arising from the audit that are relevant 
to those charged with governance responsibilities in overseeing the financial reporting process. Upon 
completion of the audit, and in accordance with SAS No. 114, the auditor also should communicate any 
significant findings with those charged with governance.  

Next Steps 
Based on the planned timing of the audit, the FY 2021 Comprehensive Annual Financial Report is scheduled 
for issuance in mid-December. The report and any required auditor communication are anticipated for 
presentation to the Audit Committee and Board of Directors in March 2022. 

André Douzdjian, Director of Finance 

Key Staff Contact: André Douzdjian, (619) 699-6931, andre.douzdjian@sandag.org 

Attachment: 
Yen Ho, (619) 699-1942, yen.ho@sandag.org 
1. FY 2021 Audit Communications Letter

Action: Information 

An overview of the FY 2021 SANDAG Financial 
Audit Plan will be presented. 

Fiscal Impact: 
The Crowe LLP agreement annual cost was 
negotiated at the time of procurement. 
The $227,920 annual cost is funded from 
federal, state, TransNet, toll, member 
assessment, and other revenues. 

Schedule/Scope Impact: 
FY21 interim audit was performed in 
June 2021. The year-end audit will start on 
October 2021. 
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Acrowe 

Audit Committee 
San Diego Association of Governments 
San Diego, California 

Crowe LLP 

Independent Member Crowe Global 

Professional standards require that we communicate certain matters to keep you adequately informed 
about matters related to the financial statement audits of the San Diego Association of Governments and 
its related entities (collectively "SANDAG") for which we have been engaged that are, in our professional 
judgment, significant and relevant to your responsibilities in overseeing the financial reporting process. We 
communicate such matters in this report. 

AUDITOR'S RESPONSIBILITY UNDER AUDITING STANDARDS GENERALLY ACCEPTED IN THE 

UNITED STATES OF AMERICA 

Our responsibility is to form and express an opinion about whether the financial statements that have been 
prepared by management with your oversight are presented fairly, in all material respects, in conformity 
with accounting principles generally accepted in the United States of America. The audits of the financial 
statements do not relieve you of your responsibilities and do not relieve management of their 
responsibilities. Refer to our engagement letter with SAN DAG for further information on the responsibilities 
of management and of Crowe LLP. 

AUDITOR'S RESPONSIBILITY UNDER GOVERNMENT AUDITING STANDARDS 

As part of obtaining reasonable assurance about whether SANDAG's financial statements are free of 
material misstatement, we will perform tests of SANDAG's compliance with certain provisions of laws, 
regulations, contracts, and grant agreements, noncompliance with which could have a direct and material 
effect on the determination of financial statement amounts or disclosures. However, providing an opinion 
on compliance with those provisions is not an objective of our audit, and accordingly, we will not express 
such an opinion. 

PLANNED SCOPE OF THE AUDIT 

We are to communicate an overview of the planned scope and timing of the audit. Accordingly, the following 
matters will be discussed during our meeting with you. 

• How we addressed the significant risks of material misstatement, whether due to fraud or
error.

• Our approach to internal control relevant to the audit.

• The concept of materiality in planning and executing the audit, focusing on the factors
considered rather than on specific thresholds or amounts.

• Where the entity has an internal audit function, the extent to which the auditor used the work
of internal audit, and how the external and internal auditors best work together.

Attachment 1
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• Your views and knowledge about matters you consider warrant our attention during the audit,
as well as your views on:

o The allocation of responsibilities between you and management.

o The entity's objectives and strategies, and the related business risks that may result in
material misstatements.

o Significant communications with regulators.

o Other matters you believe are relevant to the audit of the financial statements.

TIMING OF THE AUDIT 

We began our interim audit procedures in June 2021. We plan to begin our year-end audit procedures for 
SAN DAG in October 2021. We began audit planning and procedures for the TDA recipients in August 2021. 

ACCOUNTING AND AUDITING DEVELOPMENTS 

Recently Issued and Effective Accounting Standards: The following accounting guidance has been recently 
issued and is effective this year. While this is not a complete list of all recently issued and effective 
standards, we believe the following are some of the more applicable relevant standards. 

Accounting Standard Impact of Adoption 

GASB Statement No. 84, "Fiduciary Upon adoption of this Statement, SAN DAG may 
Activities" be required to record certain activities as 
This Statement was issued to improve guidance fiduciary activities in its financial statements. 
regarding the identification of fiduciary activities 
for accounting and financial reporting purposes 
and how those activities should be reported. This 
Statement establishes criteria for identifying 
fiduciary activities of all state and local 
governments. 

REQUIRED COMMUNICATIONS 

We are responsible for communicating evidence that fraud may exist; thus, when we have determined that 
there is evidence that fraud may exist, that matter will be brought to the attention of an appropriate level of 
management. We will also communicate certain matters related to the conduct of the audit to those charged 
with governance, including (1) fraud involving senior management, and fraud (whether caused by senior 
management or other employees) that causes a material misstatement of the financial statements, (2) 
illegal acts that come to our attention (unless they are clearly inconsequential) (3) disagreements with 
management and other significant difficulties encountered in performing the audit and (4) various matters 
related to SANDAG's accounting policies and financial statements. Our engagement is not designed to 
address legal or regulatory matters, which matters should be discussed by you with your legal counsel. 
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Professional auditing standards also require that we perform inquiries with those charged with governance 
surrounding matters that may impact our risk assessment, including the below examples. 

• Weaknesses in internal control activities;

• Inappropriate tone at the top regarding fraudulent activity;

• Known, alleged, or suspected fraud;

• Oversight activities that do not mitigate risks of fraud;

• Tips or complaints regarding SANDAG's financial reporting (including those received through the
internal whistleblower program, if such program exists);

• Actual or possible violations of laws or regulations that might affect the audit; and

• Matters related to risk of material misstatement of the financial statements or that are otherwise
significant to financial reporting that you feel warrant particular attention during the audit.

Any instances of the above matters can be communicated to Kathy Lai at Kathy.Lai@crowe.com. 

We are pleased to serve SANDAG as its independent auditors and look forward to our continued 
relationship. We provide the above information to assist you in performing your oversight responsibilities, 
and would be pleased to discuss this letter or any matters further, should you desire. This letter is intended 
solely for the information and use of the Audit Committee and, if appropriate, management, and is not 
intended to be and should not be used by anyone other than these specified parties. 

Costa Mesa, California 
September 24, 2021 

(flwµ/J-f 
Crowe LLP
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